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ABSTRACT 
Currently, environmental issues such as ozone depletio4, climate changes, illegal logging, 
loss of species in a given habitat and destruction of ecosystem is one of the major 
problems that occur all around the world, including :Malaysia. Thus, the environmental 
community stakeholders assume organization tol make positive progress on 
environmental behavior and establish sensible levels I of environmental responsibility. 
Organizational Citizenship Behavior for the Envf onment either voluntarily or 
involuntary action, are highly believe to be an illl!Portant component in corporate 
greening. It is expected green human resource managetnent, environmental management 
practices and perceived organizational support are influ~
1 
ncing the level of Organizational 
Citizenship Behavior for the Environment among the construction employees in 
Malaysia. This study wants to determine whether green human resource management, 
environmental management practices and perceived [organizational support influence 
organizational citizenship behavior by examining the relationship between the variables. 
Data was obtained from 117 construction employees in[ Sungai Petani, Kedah. The result 
were analyzed with Statistical Package for the Social Sciences (SPSS) version 24 indicate 
positive correlation of organizational citizenship beh, vior for environment with green 
human resource management, environmental management practices and perceived 
organizational support. However, none of the factors i9fluence organizational citizenship 
behavior for environment among the employees. It is ~robably because there are lack of 
implementation and execution of environmental frief dly practices, and there is less 
awareness among the employees of the importance or environmental protection. It is 
recommended that the stakeholders ( employees, management, organization, industry and 
government) to revisit the current policy and execut[e the rules and regulation more 
strictly to all industry and all levels employee. This f ould create a high level of pro-
environmental behavior at the workplace. 
Keywords: organizational citizenship behavior envirl nmental, green human resource 
management, environmental management practices, pet eived organizational support 
ii 
ABSTRAK 
Pada masa kini, isu-isu seperti penipisan lapisan ozonJperubahan cuaca yang mendadak, 
p_embalakan haram, kepupusan spesies terancam di sesr atu habitat dan kemusnahan eko-
s1stem merupakan antara masalah yang wujud di dunr , termasuk Malaysia. Organisasi 
perlu m~mupuk . sikap bertanggungjawab terha~~p _alam sekitar oleh pihak 
berkepentmgan. Tmgkahlaku kewarganegaraan org~ 1sas1 ( organizational citizenship 
behavior) terhadap persekitaran sama ada secara s~~arela atau tidak dianggap akan 
menjadi salah satu komponen penting dalam mewujud~an organisasi yang mementingkan 
alam sekitar. Pengurusan sumber manusia yang me~ra alam (green human resource 
management), amalan pengurusan persekitaran (envi1onmental management practices) 
dan sokongan organisasi (perceived organizational support) dianggap akan menjadi 
faktor untuk mempengaruhi tahap tingkahlaku kewJrganegaraan organisasi terhadap 
persekitaran dalam diri pekerja syarikat pembinaan d~ Malaysia. Kajian ini dijalankan 
untuk menentukan sama ada pengurusan sumber mJnusia yang mesra alam, amalan 
pengurusan persekitaran dan sokongan organisasi Jkan mempengaruhi tingkahlaku 
kewarganegaraan terhadap persekitaran dengan inengkaji hubungan di antara 
pembolehubah tersebut. Data kajian ini diperolehi l daripada 117 pekerja syarikat 
pembinaan di Sungai Petani, Kedah. Keputusan kajian ~ianalisa menggunakan Statistical 
Package for the Social Sciences (SPSS) versi 24 menurljukkan wujud hubungan positif di 
antara tingkahlaku kewarganegaraan terhadap persekit~ran, pengurusan sumber manusia 
yang mesra alam, amalan pengurusan persekitaran clan sokongan organisasi. N amun 
demikian, tiada pembolehubah tersebut yanJ mempengaruhi tingkahlaku 
kewarganegaraan terhadap persekitaran. Berkemungk~nan kerana tidak banyak aktiviti 
amalan mesra alam dilaksanakan di organisasi dan kesedaran dalam kalangan pekerja 
mengenai kepentingan memelihara alam sekitar adalhh rendah. Pihak berkepentingan 
seperti pekerja, pengurusan, organisasi, industri pembirlaan dan kerajaan disyorkan untuk 
menyemak semula dasar sedia ada dan menjalankan pe[aturan-peraturan yang lebih ketat 
terhadap industri dan pekerja. Diharap sikap mementingkan alam sekitar di tempat kerja 
dapat dipupuk dalam diri para pekerja. I 
Kata kunci: tingkahlaku kewarganegaraan terhadap bersekitaran, pengurusan 
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1.1 Background of Study 
Nowadays, environmental issues such as ozone depletion, climate changes, illegal 
logging, loss of species in a given habitat and destrction of ecosystem (Safari et.al, 
2018) is one of the major problems all over the world (A:froz et.al, 2014), including 
I 
Malaysia. Two thirds of people inhale a high levels polluted air (World Health 
Organization, 2018). World Health Organization also roughly calculated that 7 
million people will die due to inhaling polluted Fir. Even though manufacturing, 
agriculture, tourism, and export activities have bel n the main reason of economic 
growth, (Tang & Tan, 2015) it also caused Malaysia to fall towards the deterioration 
of the environment led by the environmental is1ues that cause by nature being 
destroyed by urbanization and the desire of wanting better quality of life (Mei et. al, 
2016). 
In accordance with the world concern of environmental issues, the environmental 
community stakeholders assume organization tp make positive progress on 
environmental behavior and establish sensible levels of environmental responsibility 
(Hassan & Kouhy, 2015). According to Smith, Orgr & Near (1983), organizational 
citizenship behavior is important because the work flow in the organization will be 
smooth. Basically, organizational citizenship behavir (OCB) is a voluntarily and not 
1 
enforceable initiative by the employees that are not clearly stated in the job scope and 
will automatically enhance the organization's productivity. From previous studies 
about OCBs, several researchers (Boiral (2009); B0iral & Paille (2012); Lamm et.al, 
I 
(2013) and Boiral, Talbot & Paille (2015)) began focusing OCB towards 
enviromnent. According to Boiral (2009), when exl:j,mining OCB, ecological concerns 
are likely to be ignored even though there are so~ e initiatives involve citizenship 
behaviors in promoting green corporate. He also agreed by considering enviromnental 
concerns in OCBs will enlighten the ignored benefits of social and ecological. 
Therefore, organizational citizenship behavior for ero.viromnent was developed. 
Organizational Citizenship Behavior for Enviromnent either voluntarily or 
involuntary action, are highly believe to be an irpportant component in corporate 
greening (Boiral et.al, 2015). According to Pavitra (2017), environmental 
management is important because the act of urbanjzation, entrepreneurial spirit and 
investment from outside will cause economic exten I ion but will be partly responsible 
for environmental pollution at the same time. Enviromnental pollution, such as 
deforestation, flash floods, pollution of the dust a11d enviromnental disturbance, are 
linked to the growth of the construction industry (La,u et.al, 2016). 
Compared to another sectors like manufacturing, service, and agriculture companies, 
construction or the building sector is dominating the consuming of electricity and 
natural resources and left a large footprint to the 1nviromnent (Sana et. al, 2017). 
Construction industry also faces lots of environrental problems such as waste 
2 
originating from site preparation, the reduction of 1atural resources that contribute to 
the raw materials used in building supplies, thy release of carbon dioxide and 
chlorofluorocarbons into the atmosphere during the construction phase and the 
I 
production of building materials (Jia Wen et.all 2015). According to Zalina & 
Soebarto, (2014) construction sector played an im~ortant part in the consumption of 
I 
fossil-fuel that cannot be renewed and worsening the quality of air because of 
I 
humongous act of consuming electricity. 
According to the Report on the Economic Census (2016), the construction industry 
is the second lowest contributor to environmental protection in Malaysia compared 
to another industries some of which are manufacturing, services, and mining and 
quarrying. The reason why construction industry was chosen in this study is to give 
awareness to the industry about their level in enhan,cing the environmental activities. 
As shown in Figure 1.1, construction industry! has lower level of corporate 
environmental citizenship. 
3 





■ Mining & Quarrying 
■ Construction 
■ Agriculture 
Figure 1.1 I 
Total Environmental Protection Expenditure by Sect(i)r (2015) 
Source: Report on the Survey of Environmental ProtJction Expenditure (2016) 
I 
At the same time, the Construction Industry Developmebt Board (CIDB), introduced the 
I 
Malaysian Carbon Reduction and Environmental Sustainability Tool (MyCREST) as an 
effort for reducing the carbon release during the construi tion projects in 2016. One of the 
objectives of the Malaysian Carbon Reduction and Envr nmental Sustainability Too ls is 
to ensure the best practice towards environment accordr g to local and global standards 
and targets. In an effort for the environment, CIDB has start off to industrialize the 
I 
industry with Industrialized Building Systems (IBS). The IBS is a technique that used 
technology-intensive construction to ensure that the c°f struction works in a controlled 
environment. However, according to Lim et.al, (20117), there is low acceptance of 
4 
constructions' employees towards IBS implementation due to lack of awareness of 
sustainable environment and resistance to change. 
The great initiatives by Malaysian government have been an eye opener for consumers to 
be environmental friendly. Consumers now are demanding environmental :friendly 
products. According to the analysis attitude, consumer's purchase intention is strongly 
affected by the seller's ability to recycle or reuse the products (Chen et.al, 2018). 
According to Nicola et.al, (2014), house developens reported that the numbers of 
customers that request green building practices are increasing. This was suggesting that 
there is high demand in market environmental friendly lp.omes. 
According to Low, Gao & Teo, (2016), if constructio:µ companies want to increase the 
sales, construction companies need to show high orga1izational citizenship behavior for 
the environment to the consumers. A potential homeowner has a strong belief that 
I 
sustainable development in a built environment will bring nothing but goodness. It is all 
because of the higher degree of understanding and awfreness of environmental friendly 
issues. Therefore, Low, Gao & Teo (2016) also agreeo that eco-friendly consumer will 
not buy the house from construction companies that are not practicing environmental 
friendly procedure. Therefore, the reputation of the corypanies that are not practicing the 
guidelines given in the 1SO14001 will be affected. 18014001 is a standard agreed by 
international which establishes the environmental m! nagement system requirements. 
1SO14001 not just assists the organization to boost their environmental performance but 
I 
also helps the companies to attract stakeholders and gain competitive advantage. 
5 
Therefore, because construction industry involve in enyironment activities, organizational 
citizenship behavior for environment is essential. The 9onstruction site usually been done 
in open place and can bring harms to the environme~t and human being. For example, 
noise pollution, air pollution, illegal lodging and many more. Therefore, this study wants 
to examine on how green human resource manageJil].ent, environmental management 
practices and perceived organizational support in a t onstruction industry can help in 
enhancing the level of organizational citizenship behavior for environment among the 
I 
employees. 
1.2 Problem Statement 
Several development sustainability approaches have ~een used through the alliance of 
private sectors and CIDB Malaysia (Yeong & Putuhepa, 2015). Malaysian government 
also has introduced several rules and regulations ( e.g., Environmental Quality 
(Amendment) Act 2012, The Green Technology Master Plan) in order for the companies 
to become environmental friendly. However, regardlesl how many rules and regulations 
have been introduced, there are some construction companies that are still not practicing 
I 
good organizational citizenship behavior environmenta[ as can be seen in the New Strait 
Times headline. New Straits Times (2017) had published an article about a construction 
site in Jalan Langkawi developed by Platinum Victory Development which did not 
obeyed the working hours and produced noise pollu*on. After the inspection, it was 
found that the site had dirtied the surrounding area with waste from the construction 
6 
company. It showed that even though there are law and enforcement, some construction 
company did not follow the rules and regulations. 
Another example that involve construction compan , regarding environmental issues 
reported in New Straits Times (2018) where a construction company was fined RM 5,000 
for emitting smoke from the lorry's diesel engine because it exceed the maximum density 
permitted under Rule 11(1) of the Environmental Quality (Control of Emission from 
Diesel Engines) Regulations 1996 without license from the Environmental Quality 
Director-General. This incident contributed to the air pollution problems. Besides 
damaging the ecosystem by depleting the ozone layer, air pollution can lead to 
I 
atmosphere change that cause health problem (Thomas, 2016). The study from Sana et.al, 
(2016) showed that unavoidable outcomes from an er erging construction industry are 
environmental pollution. Therefore, it is important for employees in construction 
companies to obey the rules and regulations that have been implemented by the 
government. 
Besides that, some other example on constructi~n industry which involve the 
environment and health problems was reported in New Straits Times (2018) stated that 
the construction waste management problem have caused the increasing number of 
dengue-cases in Johor Bharu. Another article in New Straits Times (2018) stated that 
residents in Ukay Heights are concerned about constJ ction at a slope in Jalan Tebrau, 
Kuala Lumpur and claimed it pose threat to the environment. In addition to that, the 
constructions' lorries that carry soil to the sites have alsp left cracks on the road . Many of 
these incidents show there is lacking of environmental awareness among the employees 
and implementation of the environmental rules anr policies in the organization. 
7 
According to Kaur & Unisa (2011 ), environmental mr1nagement system implementation 
require top management to provide required trainiing and process for employees' 
improvement for environmental protection. On the otfuer hand, The Star (2017) reported 
on residents that live along Sungai Semangkis suffer~d flash floods and mudslides that 
damaged their homes and belongings since the cons~ruction work for the East Klang 
Valley Expressway (EKVE) began last year. It shows that there is a lack of awareness 
I 
and care for environmental among the construction cornpanies. 
I 
Even though awareness on green practices in the companies has increased in Malaysia, 
not many studies on organizational citizenship behavior environmental has not been 
carried out. Prior studies in the Malaysian context by Nazirah, Nor' Aini & Ayman (2013) 
were on enablers and challengers to create a sustainabli environment in housing industry, 
while Fernando, Wah & Shaharudin (2016) studied about different types of innovations 
among organization in practicing green technology. Besides that, Lim et.al, (2017) 
studied about construction waste and low acceptance of construction companies towards 
IBS; meanwhile Zalina & Soebarto (2014) studied about sustainable development 
practices in the Malaysian construction industry. Thus, not many studies have focus on 
OCBE among employees in construction companies. Tq narrow this gap, this study wants 
to examine employees ' OCBE in Malaysian construction companies. 
I 
Besides that, policies in companies should be change {or increasing employees' OCBE. 
Low awareness of OCBE might come from low training that relate with environment. 
According to Paille et.al, (2014), training about e1vironment is a need for every 
employee. To enrich employees ' environmental care, it is all depends on the Human 
Resource department. Human resource department @ught to play a crucial role in 
I 
8 
designing the organization's sustainability culture bef,ause human resource department 
has direct contact with the employees. According to Armstrong (2014), Human resource 
management (HRM) is a comprehensive and rational approach to employment and 
development of people underpinned by various theob es relating to organizations and 
people ' s behavior. HRM usually focus on human, organization's resources and 
management (Marchington et.al, 2016). 
According to Ahmad (2015), Human Resource Management is important because that 
I 
department manages the human capital asset in the organization. Paille et.al, (2014) 
indicate that HRM has an impact towards environmental performance and helps the 
process of OCBE. Therefore, to achieve the organizational and environmental goals, 
human resource should be used effectively because human resource management 1s 
straightly linked to the practice of environmental management. (Jose, 2018). 
Besides that, in the context of environmental protection, human resource management 
(HRM) can facilitate the successful formulation and implementation of environmental 
management (Daily and Huang 200 I) by aligninlg practices such as selection, 
I 
performance evaluation, and training with environment~} objectives (Jabbour et al. 2013). 
Thus, there is an increasing need to integrate green c~ncepts into HRM, referred to as 
green human resource management (Mishra, Sarkar and Kiranmai 2014). 
Tang et al., (2018); Pavitra, (2017); Guerci et al. , (2016), considered that green HRM 
practices usually involved recruitment and selectipn, training and development, 
performance management and compensation. dreen HRM should increase 
responsiveness and commitments of employees to support sustainable application 
9 
(Mishra & Rani, 2014) by connecting human resource management practices with 
environmental friendly among the employees. Green ' RM will increase the efficiencies, 
reduce the wastage, improve job related attitude, impFove employees ' work life balance 
and performance but most importantly reducing employees' carbon footprints become 
easy to achieve by organization (Margarita & Saragih, 2013; Bangwal & Tiwari, 2015). 
I 
Even though there are many studies about green HRfvl, few of the study examine the 
relationship with organizational citizenship behavior for environment. Many scholars 
studied on Green HRM practices focused on policies and practices. For example, 
Bangwal & Tiwari (2015) studied about the process of green HRM in going green in 
organizations. Meanwhile, Pavitra (2017) studied about challenges in implementing 
green HRM practices and Beatriz & Sousa (2015) studied about relationship between 
green HRM practices and green supply chain managei ent. So, to fill the gap, this paper 
wants to study whether green human resource management will influence employee's 
organizational citizenship behavior for environment or :ry.ot. 
Besides that, to enhance the level of employees' orgariizational citizenship behavior for 
environment in the organization, environmental managfment practices also can be used. 
Environmental management practices has been the t9pic of developing research that 
showed the difficulty and challenges that involved with organization's environmental 
concerns (Boiral, 2002). Paille et.al, (2013) agreed ~hat Environmental Management 
Practices can be defined as an official practices that was designed to combine 
environmental issues into management's structure anq to show company's dedication 
towards environment by providing physical evidence to ~he stakeholders such as report of 
environmental activities, IS014001 adoption and envirorimental policy ' s implementation. 
10 
Ramus & Montiel (2005) agreed that if organizations have an incentive in publishing 
I 
their environmental policy statements, which will help in influencing public perceptions 
of organization's commitment towards environment abd automatically will increase the 
I 
market share and improve the relationship between organization and stakeholder. By 
implementing successful environmental managemen,t practices, employees' level of 
organizational commitment will also increase (Paille et,al, 2013). A better environmental 
performance will be developed by implementing env~ronmental management practices 
(Paille et,al. 2014). Besides that, research from Paille et.al, (2013) also hypothesized that 
organizational citizenship behavior were directly influenced by environmental 
management practices. It is showed that organization can enhance employees' level of 
organizational citizenship behavior for environment by executing environmental 
management practices (Paille et.al, 2013). If organization shows commitment by 
I 
implementing environmental management practices that will inspire employees to 
perform pro-environmental behavior individually an,d willingly (Paille et.al, 2013). 
Therefore, this paper wants to examine whether env~ronmental management practices 
will influence organizational citizenship behavior for Tvironment among the employees 
in organization or not. 
Aside from green human resource management and environmental management 
practices, perceived organizational support also 9an be used as enhancer for 
organizational citizenship behavior for environment. Eisenberger et.al, (1986) defined 
I 
perceived organizational support as employees' geneJ,ialization and assumption on the 
extent of how organization evaluate their contributiot and look after their wellbeing. 
Besides that, Eisenberger et.al, (2002) also stated that perceived organizational support 
11 
help to determine organization ' s readiness to increased work effort by giving reward and 
to meet socioemotional needs of the employees. Employees believed that perceived 
organizational support focuses on the employer' s cof promise between employee and 
employer (Wickramasinghe & Perera 2014). Emplqyers should realize that in the 
organization, employees need employer's support in fhe employees ' wellbeing (Islam 
et.al, 2014). Employees feel the supportive action, from the employer should be 
voluntary and not obliged by government or negotiations with a union (Eisenberger et.al, 
2002). Therefore, according to Paille et.al, (2013), if an organization is adopting 
environmental policy because of government ' s order, employees tend to believe that 
organization is not exactly committed into executing enr ronmental goals and activities. 
Paille & Raineri (2015) agreed that perceived organizational support nurture the sense of 
responsibility towards environmental protection. Even fhough organizational citizenship 
behavior for environment is voluntary, organization's effort will indirectly increase the 
pro-environmental behavior of the employees (Temminck & Fruhen, 2013). When 
employees receive organization' s supp01t, they will snow pro-environmental behaviors 
(Ramus & Steger, 2000). Paille & Morelos (2014) agrl d that employees tend to portray 
pro-environmental behaviors when they are satisfied with the job and commit towards 
organization. Based on these prior findings, organir tional citizenship behavior for 
environment is related to perceived organizational supiport. According to Boiral (2009), 
employees' loyalty towards organization can be increasrd by ensuring the organization's 
social law towards environmental problems. Therefore, fhis paper wants to study whether 
perceived organizational support influence organizaitional citizenship behavior for 
environment or not. 
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1.3 Research Questions 
After above problem statements have been indicated, the emerged research questions 
are as follows: 
a) Does green human resource management i fluence organizational citizenship 
behavior for environment? 
b) Do environmental management practices influence organizational citizenship 
behavior for environment? 
c) Does perceived organizational support infJ.uence organizational citizenship 
behavior for environment? 
1.4 Research Objectives 
Precisely, below are the objectives of the study: 
a) To whether green human ri source management influence 
organizational citizenship behavior for envir©nment. 
I 
examme 
b) To determine whether environmental ~anagement practices influence 
organizational citizenship behavior for envir@nment. 
I 
c) To examine whether perceived organizational support influence 
. . 1 . . h" b h . C. • I orgamzationa c1t12ens 1p e av1or 1or envrr<]>nment. 
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1.5 Scope of Study 
Employees from all level in Grade 7 construction firms are the sample in this study. The 
I 
construction companies are located in Kuala Muda, a district in Kedah. The reason why 
I 
construction companies were chosen because construc1on industry causes environmental 
problems such as waste originating from site preparation, the reduction of natural 
resources that contribute to the raw materials used in building supplies, the release of 
carbon dioxide and chlorofluorocarbons into the atmosphere during the construction 
phase and the production of building materials (Jia Wen et.al 2015). According to CIDB 
(2018), all construction companies must register based on seven grades from Grade 1 to 
Grade 7. The grade registration is valid for three years
1
, and the construction companies 
are allowed to register for a higher grade after three years. Grade 7 construction 
I 
companies were selected because according to Nazirah (2010), Grade 7 companies tend 
to have high level of awareness towards environment compare to another grade. The 
study was conducted for 4 months. 
1.6 Significance of the Study 
This study makes several key contributions to the gree111 management literature that will 
add value to the organizational citizenship behavior for environment, green HRM, 
environmental management practices and perceived organizational support. The findings 
I 
of this research add information to the body of knowledge of organizational citizenship 
behavior for environment, green HRM, environmef al management practices and 
perceived organizational support. 
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Understand the relationship between green human resource management, perceived 
organizational support, environmental managemer practices and organizational 
citizenship behavior for environment among construotion's employees in Kuala Muda, 
Kedah, Malaysia will increased based on this study. A practical understanding on the 
current level of OCBE among employees in construction companies in Kuala Muda, 
Kedah will provided a better picture of the changes tnat need to be done to achieve the 
environment and organizational goals examine by this study. This study's 
recommendations would help construction companies to enhance the human resource 
management practices to increase and sustain the empl1yees' OCBE. 
1.7 Definition of Key Terms 
1.7.1 Organizational Citizenship Behavior for Envtronment 
Organizational Citizenship Behavior for Envirofrment (OCBEs) can be defined as 
individual and discretionary social behaviors that are not explicitly recognized by 
the formal reward system and that contribute to a more effective environmental 
I 
management by organizations (Boiral, 2009). 
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1.7.2 Green Human Resource Management 
Organization's policies, practices and systerps that create pro-environmental 
employees can be defined as Green Human Resource Management (GHRM) 
(Opatha and Arulrajah, 2014). 
1.7.3 Environmental Management Practices 
Environmental Management Practices (EMPs) can be defined as an official 
practices that was designed to combine envirol)mental issues into management's 
structure and to show company's dedication towards environment by providing 
physical evidence to the stakeholders such as eport of environmental activities, 
1S014001 acceptance and environmental policy's implementation (Paille et.al, 
2013). 
1.7.4 Perceived Organizational Support 
Perceived organizational support (POS) c~n be defined as employees' 
generalization and assumption on the extent o:lf how organization evaluate their 
contribution and look after their wellbeing (Eise : berger et.al, 1986). 
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1.8 Organization of Chapters 
Chapter 1 : Introduction 
The Introduction in the first place passage will be the outline of the entire research; 
research background is presented followed by prob[em statement, then followed by 
research question, research objectives, and finally lhe contribution / significance of 
the study. 
Chapter 2: Literature Review 
The significant dependent variable and independent variable in this research will be 
characterized, while theories and past studies related t
1
o the topic will be reviewed and 
exhibited. The research framework will likewise be highlighted subsequent to reviewing 
past researches based on the dependent and independent variables. 
Chapter 3: Methodology 
This part stipulates the research design, data collectior methods and sampling design. 
Moreover, research instrument which comprises of questionnaire design and pilot test are 
exhibited. This is trailed by measuring of the ins~,rument operational meaning of 
constructs measurement scales, finishing with data prr cessing and techniques for data 
analysis. 240 sets of questionnaire will be distributed. 
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Chapter 4: Findings 
This part displays the general results and discover~es from the investigation of the 
survey. Statistical Package for Social Science (SPSS) ersion 24 will be used to analyze 
the data. Interpretation is further explained in depth in ~he results. 
Chapter 5: Discussion and Conclusion 
This part comprises of the research findings, in which r rthermore discussions about the 
significant findings will be discussed. Additionally, it talks about the study limitations 
and in addition give future research recommendati°ins. Finally, overall conclusion of 






A review of the literature that is connected to the research topic will be present in this 
I 
chapter. Based on the literature, framework and hypotr eses on the relationship between 
green human resource management (GHRM) practices, environmental management 
practices, perceived organizational support, and organizational citizenship behavior 
I 
environmental (OCBE). This chapter concludes with summary of the discussion and a 
brief preview of the subsequent chapter. 
2.2 Definition of Concept 
The following sections review the definition and copceptualization of organizational 
citizenship behavior environmental, green human 1esource management practices, 
environmental management practices and perceived organizational support. 
I 
2.2.1 Organizational Citizenship Behavior Environmental 
According to Smith, Organ & Near (1983), organf ational citizenship behavior is 
important because the work flow in the organizatf° n will be smooth. Basically, 
organizational citizenship behavior (OCB) is a voluntailily and not enforceable initiative 
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by the employees that are not clearly stated in the job scope and will automatically 
enhance the organization's productivity. Discretionary acts that are not directly or 
explicitly recognized by the formal reward system are called organizational citizenship 
behavior (Daily et.al, (2009). For a better understandiing on the motivations, reflection 
and employee behavior's effect on organizational deve\opment, many researchers (Smith, 
Organ & Near (1983), Organ (1997), Ahmed, RasheFd, & Jehanzeb, (2012) Erdogan, 
Bauer, & Taylor, (2015)) have done studies on OCl Ahmed, Rasheed, & Jehanzeb, 
(2012) agrees that OCB will encourage necessary behaviors among employees to 
improve the employee ' s and organization ' s perfornr nce and to reduce employee's 
negative intentions. The effect of these voluntary behaviors on organizational efficiency 
was well documented. 
From previous studies about OCBs, several researche:rts (Boiral (2009); Boiral & Paille 
(2012); Lamm et.al, (2013) and Boiral, Talbot & Paille (2015)) began focusing OCB 
I 
towards environment. Based on previous study by IBoiral (2009), Boiral and Paille ' 
(2012) developed and tested a measurement scale for O~BE. According to Boiral (2009), 
when examining OCB, ecological concerns are likely to be ignored even though there are 
some initiatives involve citizenship behaviors in promoting green corporate. He also 
agrees by considering environmental concerns in dCBs will enlighten the ignored 
benefits of social and ecological. Therefore, as an initiative in greening the corporation, 
I 
organizational citizenship behavior for environment ca1 be considered (Boiral, Talbot & 
Paille, 2015). 
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Ramus and Killmer, (2007) and Boiral, (2009) studied about organizational citizenship 
I 
behavior for environment definition's, scope's and application's. The definitions in the 
studies are related with the original OCBs. According to Ramus and Killmer (2007), 
OCBEs can be defined as voluntarily eco-initiatives t~at can be thought of as a start of 
pro-social behavior that create the added standard and play a part in social welfare. While 
according to Boiral (2009), OCBEs can be defined as ipdividual and discretionary social 
behaviours that are not explicitly recognized by the formal reward system and that 
contribute to a more effective environmental management by organizations. After that, by 
Organ et.al, (2006) study, Boiral (2009) came out F ith the possible environmental 
applications in the OCBs. 
This study adapts three dimensions of OCBE by Bor al & Paille (2012) namely eco-
initiatives, eco-civic engagement and eco-helping. These dimensions have been used by 
Paille & Boiral (2013), Paille, Chen & Boiral (2014)j Boiral, Talbot & Paille (2015), 
I 
Raineri & Paille (2016) in organizational citizenship be~avior environmental studies. The 
following section entails the three dimensions of organizational citizenship behavior 
environmental. 
2.2.1.1 Eco-initiatives 
One of the important concept in OCB is the voluntarr initiatives made by employees 
which are not being rewarded and recognized by the organization (Boiral & Paille 
2012).Voluntary initiatives are important in the basic OCB because it is providing direct 
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practical experience m the operation that meant in improving the organization's 
performance (Organ, et.al, 2006). According to Boiral & Paille (2012), eco-initiative is 
voluntary behavior and recommendation in improying environmental performance. 
Raineri et.al, (2016) agreed that eco-initiatives theory was been introduced on 2000 by 
Ramus and Steger with the defmition of employees' action that would improve 
organization's environmental performance. Ramus & Steger (2000) agreed that eco-
initiatives have three types (1) employees can improve organization performance through 
minimizing the environmental effect in the organization by recycling, preventing 
pollution and etc. (2) minimizing the harmful waste disposal or eliminating the chemical 
I 
that can bring destruction to human health or natural ernvironment. (3) Conserving natural 
environment by replacing a product with a service or creating a friendly-environment 
product. 
Boiral & Paille (2012) also agreed that eco-initiatives by the employees are connected 
with four key success factors in environmental best praftices which are; (1) an individual 
champions that challenged the status quo and lead the promotion of new environmental 
initiatives will determine the organization's cl' anges towards environmental 
responsibility, (2) individual ideas and suggestions will !encourage the organization ' s eco-
innovations, (3) employees are fully involved in the initiatives of preventing pollution 
that designed for reducing pollution's sources in the process of production, (4) to 
implement environment management systems successfully, it involves employee. In 
I 
summary, eco-initiatives by the employee are important in minimizing the negative 
impacts of the organizations towards the natural enviror,nent. 
22 
2.2.1.2 Eco-civic engagement 
E-civic engagement is a second type of OCBEs. Acqording to Boiral & Paille (2012), 
eco-civic engagement can be defined as employees' voluntary involvement in 
environmental programs and activities conducted by olganization. Eco-civic engagement 
is the level of loyalty of employee for organization in sypporting the activities held by the 
organization and brings good image to the organ~zation (Boiral & Paille, 2012). 
However, according to Boiral (2007), employee's comrpitment is not always aligned with 
the organization's activities. Aside from employees, 1 anagers also can have low civic-
engagement by display behaviours that are not alignef with the organization's policies 
and procedures (Springett 2003). 
Basically, eco-c1v1c engagement of the employees }Vas driven by the environment 
initiatives of the organization (Boiral & Paille, 2012). ~f employees are not aware of the 
organization's environment initiatives, it is difficult to fee how the engagement happens 
because an agreement of the environmental stantlards between employees and 
organization is needed in eco-civic engagement (Boiral & Paille, 2012) . Therefore, if the 
organization has made a great effort in the environmental activities, it will increase the 
commitment, motivation and support of the employee t9wards the environment (Boiral & 




One of the dimensions of OCBEs is eco-helping. According to Boiral & Paille (2012), 
eco-helping is the act of helping colleagues voluntarily to nurture environmental concerns 
in the organization. Expressing employee's ideas on thf environmental issue, voluntarily 
helping the colleagues concerning environmental issues and adopts more environmentally 
good behavior are correlated to eco-helping (Boiral & Paille, 2012). However, executing 
environmental initiatives in the organization will be difficult if there are no cooperation 
and compromise among the employees (Boiral & Paple, 2012). When employees get 
their perceived support from the supervisors, they ane more motivated to do the job 
(Ramus & Killmer, 2007).Usually, necessary step in im~lementing environmental actions 
involves a procedure of cooperation among many staff members, including managers and 
I 
employees (Boiral & Paille, 2012). Hence, it is i11,1portant for every employee to 
voluntarily helping their colleagues in executing and eminding environmental actions 
and initiatives. 
2.2.2 Green Human Resource Practices 
According to Armstrong (2014), Human resour9e management (HRM) 1s a 
comprehensive and rational approach to employment and development of people 
underpinned by various theories relating to organizatiqns and people's behavior. HRM 
usually focus on human, organization' s resources and management (Marchington et.al, 
2016). However, there is a growing need for the integration of environmental 
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management into Human Resource (HR) and it is cal!led Green HR. It has been argued 
that human resources are central in achieving successful environmental management 
(Jackson et. al, 2011; Tang et. al, 2018). In the context of environmental protection, 
human resource management (HRM) can facilitate the successful formulation and 
implementation of environmental management (Dai~y and Huang 2001) by aligning 
practices such as selection, performance evaluation, and training with environmental 
objectives (Jabbour et al. 2013). Thus, there is an i1creasing need to integrate green 
concepts into HRM, referred to as green human res©urce management (Mishra, et.al, 
I 
2014). Current literature also recognizes that in order to achieve environmental 
sustainability objectives, organizations can use appro~riate HRM practices to stimulate 
their employees (Paille et.al, 2013) . 
Green Human Resource Management's (GHRM) term are believed to be originated from 
I 
Wehrmeyer (1996) when he edited a book with a title of Greening People: Human 
Resources and Environmental Management (Opatha ar d Arulrajah, 2014). After 1990s, 
GHRM become known as the subject of research (Arulrajah et.al, 2015). Ahmad (2015) 
agrees that GHRM is involving HRM practices in runmng the organization' s 
environment. Organization's policies, practices aind systems that create pro-
enviromnental employees can be defined as GHRM (Opatha and Arulrajah, 2014). 
Bangwal & Tiwari (2015) agreed that green human resource management is joining 
human resource practices with environmental-friendly practices for sustainable use that 
will increase the efficiencies, reduce the wastage, improve employees ' job related 
I 
attitude, improve employees' work life balance and pr formance but most importantly 
reducing employees' carbon footprints This definition atso has been supported by Pandey 
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et.al, (2016), which is GHRM can be used as a strategy in an organization for reducing 
the employees' carbon footprint. Paille et.al, (2014) also indicated that HRM has an 
impact towards environmental performance and helps the process of OCBE. Pinzone 
et.al, (2016) also hypothesized that GHRM is significantly related to OCBE. 
According to Ahmad (2015), Human Resource Management (HRM) is important because 
that department manages human capital asset in the organization. Therefore, HRM can be 
used by organization to execute and deliver the environmentally sustainable policies 
efficiently (Renwick et al., 2013). Margaretha & s Jragih (2012) stated by adopting 
GHRM, environment issues can be promoted and emJ?loyees and society members also 
will be aware of the exploitation of natural resources and encourage eco-friendly 
behavior. Besides that, to achieve the organizational and environmental goals, human 
resource should be used effectively because human rf source management is straightly 
linked to the practice of environmental management. (Jose, 2018). 
Tang et al., (2018); Pavitra, (2017); Guerci et al., (2016), considered that green HRM 
practices usually involved recruitment and selection, training and development, 
performance management and compensation. As Shen, Dumont & Deng (2016) agreed, 
in order for GHRM to be an effective instrument in producing pro-environmental 
employees, the organizations should has recruitment strategies that will attract pro-
environmental talent, have compensation and performa, ce management system that bring 
benefits to the environment and provide training programs that will efficiently increase 
awareness, skills and knowledge towards environment. 
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Green recruitment can be defined as a system of recruiting new talents that have 
awareness of environmental practice, system and have knowledge in the sustainable 
environment (Bangwal & Tiwari, 2015). According to Arulrajah et,al (2015), by being 
responsible towards environment, employers can porttay a good image to attract a pro-
environmental talent. Therefore, creating a pro-en~ironmental employers' image is 
important. 
Green training and development also is one of the GHRM practices. According to Masri 
& Jaaron (2017), a very recognizable approach that supports environmental management 
activities is training and development. Opatha and Arulrajah (2014) stated that the 
environmental training become the most influencer in increasing the awareness of 
employees towards environment. Masri and Jaaron (2017) also agreed that to create the 
culture that can nurture the green practice in the organizations was through green 
training. While Arulrajah et al. (2015) discussed that providing necessary skill and 
I 
knowledge in practicing environmental activities can be achieved by green training and 
development. 
The third green human resource approaches is green performance management. 
According to Ahmad (2015), to achieve the desired environmental practices, performance 
management systems can be guidance in measuri1g employee's performance and 
contribution in the desired and advancement of environmental practices. Combining 
performance management systems with environmerhal practices can be done by 
establishing pro-environment goals, accountabilitie~, observing pro-environmental 
behaviors and assessing accomplishment and contribution in job performance by using 
green work rating (Masri & Jaaron, 2017). Ahmrd (2015) also suggested that 
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performance management system should be redesig~ to align with the environmental 
objectives in the organization. Therefore, to enhancf! the employees' OCBEs, a pro-
environmental performance management system should be developed. 
I 
Green compensation and rewards is the last practices in GHRM. According to Ahmad 
(2015), the most powerful HRM process that rewards the employees for their 
performance and automatically links the individual's ihterest towards the organization is 
compensation and reward. By rewarding the employees' contribution and commitment 
towards environment, can create a pro-active environmental surrounding in the 
organization (Masri and Jaaron, 2017). According to Zoogah (2011 ), the organization can 
I 
encourage the eco-friendly behavior and avoid the negative behaviors towards 
environment through reward and compensation. Ahmad (2015) also agreed that rewards 
and compensation can be a powerful tool in implementing environmental activities in the 
organization. Therefore, to enhance the employees' OCBEs, it is essential for 
organization to come out with green compensation and reward systems. 
2.2.3 Environmental Management Practices 
Environmental management practices (EMPs) has bee~ the topic of developing research 
that showed the difficulty and challenges that involveq with environmental concerns in 
the organization (Boiral, 2002). Paille et.al, (2013) agre<yd that EMPs can be defined as an 
official practices that was designed to combine environ)mental issues into management's 
structure and to show company's dedication towards erlvironment by providing physical 
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evidence to the stakeholders such as report of environmental activities, 1S014001 
acceptance and environmental policy's implementatiol). 
According to Michael and Paul (1997), implemell(ting environmental policy in an 
organization required three resources and capabiliti~s which are (1) technology and 
physical assets, (2) capabilities of organization and human resources, and (3) resources 
that are intangible. While according to Delmas & Toffel (2004), organizations adopt 
environmental management practices because of two theories. The first theory is based 
on economic approach that was driven by performance outcomes and second theory is 
I 
institutional sociology that was driven by institutional pressure. Delmas & Toffel (2004) 
also agreed that institutional pressure was divided irtto three pressures which are (1) 
political and regulatory pressure, (2) customer antl competitive pressure and (3) 
community pressure. 
Ramus & Montiel (2005) agreed that if organizations have an incentive in publishing 
their environmental policy statements, which will help in influencing public perceptions 
of organization's commitment towards environment aryd automatically will increase the 
market share and improve the relationship betwee:p organization and stakeholder. 
Increasing the employees' organizational commitmen,t can be done by implementing 
EMPs (Paille et,al, 2013). A better environmental performance can be developed through 
implementation of EMPs (Paille et,al. 2014). Hence, to enhance the level of OCBEs, 
organization should implement EMPs. 
According to Paille et.al (2013), it is showed that EMP~ can enhance the level ofOCBEs 
among employees. Even though an individual's behavior is determined by their personal 
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,....., 
values, it is also shaped by the environment m which they function (Zientara & 
Zamojska, 2016). Employees tend to be more pro-~nvironmental if the organization 
commit to the environment by implementing EMPs (Paille et.al, 2013). For example, 
when organization introduce environmental policy 4nd implement the environmental 
management system, employees seem voluntarily to do the action (Paille et.al, 2013). 
Therefore pro-environmental behavior in the organiziation can be enhanced by EMPs 
(Paille et.al, 2013). 
2.2.4 Perceived Organizational Support 
Eisenberger et.al, (1986) defined perceived organizatiqnal support (POS) as employees' 
generalization and assumption on the extent of !).ow organization evaluate their 
contribution and look after their wellbeing. Besides tq.at, Eisenberger et.al, (2002) also 
stated that POS help to determine organization's readjness to increased work effort by 
giving reward and to meet socioemotional needs of thf employees. Employees believed 
that POS focuses on the employer's compromise bptween employee and employer 
(Wickramasinghe & Perera 2014). Employers should realize that in the organization, 
employees need employer's support in the employees' wellbeing (Islam et.al, 2014). 
Eisenberger et.al, ( 1986) stated that POS are affected by job rewards that have been given 
to the employees that made contribution. Eisenberger et.al, (1986) also stated that POS 
I 
are also affected by organization's appreciation towa~ds employees' performance and 
contribution. Tangible incentives like support, caring, j pproval and a helpful supervisor 
can also be rewards for employee aside from monetary rfwards (Eisenberger et al., 1986). 
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When organization are willing to give rewards without any interference or influence from 
another party like union or regulations, employees will value the rewards more 
I 
(Wickramasinghe & Perera 2014). Wickramasinghe f Perera (2014) also added, when 
rewards come directly from the organization, it is shown that the organization appreciate 
the employees' well-being and contribution for the organization. 
I 
Positive impression towards employers will lead to positive results for employees and 
organization (Cullen et.al, 2014). Employees will \commit to the organization and 
satisfied with the job when they get support from organization Eisenberger et.al (2002). 
Employees ' recognition, quality relationship with managers, suppo1t from employers 
I 
appear to be a positive action in POS (Erdogan et al. , 2bl 5). Apart from that, Lamm et.al, 
(2013) hypothesized that POS is significantly related to OCBE. Thus, it is important for 
an employee to believe of how an organization values him or her in determining any 
behaviors and contribution that give benefit to the organization will emerge from the 
give-and-take relationship of employer and employee (Eisenberger et al. , 2002) 
2.3 Development of Hypotheses 
The purpose of the hypothesis development is to find and produce scientific evidence 
relating to the study to generate new research questions and hypotheses. 
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2.3.1 Relationship between Green Human Resource Management and 
Organizational Citizenship Behavior Environmental 
Research conducted by Kim et.al, (2019) hypothesized that there are significantly 
positive relationship between green HRM practices and OCBE. According to Arulrajah 
I 
et,al (2015), to attract environmentally concerned peop~e, employers should create a good 
image by being responsible to the environment. Therefr e, it is essential for organization 
for creating an image of green employer brand to attract an employee that has high level 
I 
ofOCBEs. 
On top of that, Opatha and Arulrajah (2014) stated that the environmental training 
become the most influencer in increasing the awareness of employees towards 
environment. Masri and Jaaron (2017) also agreed t1at to create the culture that can 
nurture the green practice in the organizations was through green training. While 
Arulrajah et al. (2015) discussed that providing necessary skill and knowledge in 
practicing environmental activities can be achieved by green training and development. 
Study by Willison & Pijlman (2012) hypothesized that environmental training was 
significantly related to employees' pro-environmental b(rhavior. 
To achieve the desired environmental practices, perforµiance management systems can 
be guidance in measuring employee's performance an~ contribution in the desired and 
advancement of environmental practices (Ahmad, ~015). Combining performance 
management systems with environmental practices can be done by establishing pro-
environment goals, accountabilities, observing pro-environmental behaviors and 
assessing accomplishment and contribution in job pe![formance by using green work 
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rating (Masri & Jaaron, 2017). Ahmad (2015) also suggested that performance 
management system should be redesign to align with the environmental objectives in the 
I 
organization. Therefore, to enhance the employees' OCBEs, a pro-environmental 
performance management system should be developed. 
By rewarding the employees ' contribution and comiljlitment towards environment, can 
create a pro-active environmental surrounding in the organization (Masri and J aaron, 
2017). According to Zoogah (2011), the organization can encourage the eco-friendly 
behavior and avoid the negative behaviors towards environment through reward and 
compensation. Ahmad (2015) also agreed that rew~rds and compensation can be a 
powerful tool in implementing environmental activities in the organization. Pinzone et.al, 
(2016) also hypothesized that GHRM positively influeqced OCBE. Therefore, to enhance 
the employees ' OCBEs, it is essential for organization to come out with green 
compensation and reward systems. 
Hl : Green Human Resource Management influence Organizational Citizenship Behavior 
I 
for Environment. 
2.3.2 Relationship between Environmental t"fanagement Practices and 
Organizational Citizenship Behavior Environmental 
Environmental performance of organizations are also depends on the initiatives of the 
organization in delivering the environmental practices (Paille et.al, 2015). The study 
conducted by Paille et.al (2015) also hypothesized that EMPs have significant positive 
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relationship with OCBE. Hence, to ensure that the employees enhance the level of 
OCBE; organization should practice environmental management practices. 
I 
Besides that, research from Paille et.al, (2013) hypothdsized that OCBEs were influenced 
directly by EMPs. It is showed that EMPs can enhance the level of OCBEs among 
employees. Employees tend to be more pro-environm~ntal if the organization commit to 
the environment by implementing EMPs (Paille et.al, 2013). For example, when 
organization introduce environmental policy and implement the environmental 
management system, employees seem voluntarily to do the action. Therefore pro-
environmental behavior in the organization can be enhar ced by EMPs. 
Research by Zientara & Zamojska (2016) also hypoth~sized there are direct relationship 
between EMP and OCBE. Employees' shared per
1
ceptions of their organization' s 
commitment to environmental sustainability. Therefore, when organization eimplement 
EMPs, that will enhance the level of OCBE among the j mployees. 
H2: Environmental management practices influence O]fganizational citizenship behavior 
environmental. 
2.3.3 Relationship between Perceived Organization?l Support and Organizational 
Citizenship Behavior Environmental 
Employees assumed that POS reflects the employers' dommitment to them (Paille et.al, 
2013). Employees feel the supportive actions from the er ployer should be voluntary and 
not obliged by government or negotiations with a l!'nion (Eisenberger et.al, 2002). 
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Therefore, according to Paille et.al, (2013), if an orgqnization is adopting environmental 
policy because of government's order, employees tend to believe that organization is not 
I 
exactly committed into executing environmental goa,s and activities. Voluntary actions 
and decisions create a feeling that employers' dedication to a problem like environmental 
protection are voluntary and not forced (Paille et. al, 2913). 
Paille & Raineri (2015) agreed that POS nurture employees' responsibility to the 
environment. OCBE might be a voluntary action fro rrr- employees, but organization also 
plays role in enhancing the level of employees' OCBE. This is supported by Temminck 
& Fruhen (2013) when they agreed that even though p cBEs is voluntary, effort by the 
organization will indirectly increase the pro-environmental behavior of the employees. 
Employees show pro-environmental behaviors if th~y were support by organization 
(Ramus & Steger, 2000). Paille & Morelos (2014) agreed that employees tend to portray 
I 
pro-environmental behaviors when they are satisfied with the job and commit towards 
organization. Based on these previous findings, orgarj.izational citizenship behavior for 
environment is related to perceived organizational support. According to Boiral (2009), 
employees' loyalty towards organization can be increa~ed by ensuring the organization's 
social law towards environmental problems. 
Therefore, according to Ramus & Steger (2000), when employees receive support from 
organization, they tend to be pro-environmental. Besides that, according to Paille & 
Raineri (2015), managers can be representative of the organization to deliver 
I 
environmental practices and policies. Research by Ramius and Steger (2000) showed that 
pro-environmental behavior is positively related to organizational commitment. Apart 
I 
from that, Lamm et.al, (2013) hypothesized that POS ~s significantly related to OCBE. 
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Thus, level of organizational support towards employees will enhance the level of 
environmental organizational citizenship behaviors among the employees. 
H3: Perceived Organizational Support influence Or~anizational Behavior Citizenship 
Environmental. 
2.4 Related Theory on the Variables 
In management, social exchange theory is one of the most important conceptual 
perspectives (Mitchell, Cropanzano, & Quisenberry, 2?12). Social exchange theory was 
developed by Homans (1961) which was later revis~d by Blau (1964) and Emerson 
(1972). Social exchange is a mutual relationship between two or more parties that are 
based on voluntary actions (Raineri et.al, 2016). Colquitt et.al, (2013) agreed that social 
exchange theory can be considered as a multidiscipl~nary example that defines how 
multiple resources can be exchanged on certain rules a~d how the exchange can develop 
excellent relationship. While according to Alfes et.al, (2013), social exchange theory is 
based on norms of reciprocity within social relatio
1
nships between employees and 
employer. 
In social exchange theory, it is argued that employees feel obligated to give good respond 
when they receive economic or socio-emotional benefits from their organization (Alfes 
et.al, 2013). To understand workplace behaviors, social 1xchange theory can be used as a 
prominent approach (Mitchell, Cropanzano, & Quiserberry, 2012). Social exchange 
theory also has extensively been applied to study organizational citizenship behavior 
I 
(Raineri et.al, 2016). However, rather than towards orgar ization or employees, this study 
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concentrate on OCBE as the focus of exchange re~ationship between employee and 
employers. According to Paille et.al, (2016), social ~xchange theory is appropriate for 
studying OCBE. 
In social exchange theory, resources are exchanged mutuality exchange process', by 
which one party tends to repay the good or bad deeps of another party (Cropanzzano 
et.al, 2017). Implementation of green HRM practices also can be one of the resources 
provided by employers for employees. The practices in an organization can be 
proclaimed as a long-term investment in employees that requires them to respond with 
I 
discretionary role behavior (Alfes, 2013). Thus, the implementation of green HRM 
practices can give benefits to the employees and increa~e their OCBE. 
Besides that, one of the responsibilities of an organization is to create a work place that 
encourages employees' OCBE. Consistent with the social exchange theory, employees 
will be able to commit to the organization if employees provide sufficient resources to 
them. According to Paille et.al, (2016), when an employee perceived that they are 
important, they will commit to the organizatiotl Therefore, by implementing 
environmental management practices in the organizat1ion, it will increase the level of 
employees' OCBE. 
The basic principle in social exchange theory is that employees are demonstrating 
I 
desirable work outcomes when they perceive support fr@m the organization (Raineri et.al, 
2016). On top of that, if organization improves thy employees' well-being in the 
workplace by demonstrating support through tangible actions, the employees will be 
encouraged to engage in OCBE (Paille & Boiral, 2013). In accordance with the principles 
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of social exchange, receiving support from organization is an important step that triggers 
the exchange process (Paille et.al, 2016). Therefore, it is believed, through social 
I 
exchange theory, POS can influence the employees' OCBE. 
2.5 Research Framework 
Based on the review of the literature, the conceptual framework for this study is 
presented in Figure 2.1. The purpose of framewor~ is to represent the relationship 
between the independent variables namely green HRM practices, environmental 
management practices and perceived organizational support and dependent variable 
namely organizational citizenship behavior for environment. Based on previous findings, 
it showed that green HRM practices (Willison & Pijlflilan (2012); Pinzone et.al, (2016); 
Masri & Jaaron (2017); Kim et.al, (2019)), environmental management practices (Paille 
I 
et.al, (2013); Paille et.al, (2015); Zientara &Za:µi.ojska (2016)) and perceived 
organizational support (Lamm et.al, (2013); Temminok et.al, (2013); Paille & Raineri 
(2015)) have significant relationship with organiz~tional citizenship behavior for 
environment. 
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The research framework can be further explained by the following illustration: 
Independent Variables 













This chapter discuss the literature review, theorettcal framework and hypothesis 
development. The discussions focus on one dependenf variable and three independent 
variables that support this study. The procedure and resfarch method will be discussed in 






Chapter three presents an overview of the design of thi~ study, population and sample, the 
description of the instruments for data gathering, data collection procedure, and data 
analysis techniques used. 
3.2 Research Design 
Research methods are the ways or techniques to 10 research such as sorting and 
analyzing information to create conclusions (Nicholas, 2011). Nicholas, (2011) said that 
different types of research can be carried on by dif* rent research design. There are 
various research design can be used such as hi~torical, descriptive, correlation, 
comparative and experimental. The type of design can be applied in the research methods 
depends on the research's objectives. This study is correlational because it examines 
GHRM, POS and EMPs that influence OCBE. A correlational study is chosen because 
it could provide an understanding of the relationships between variables in a study 
(Zikmund et al., 2013). 
This study used cross-sectional design, which means d, ta are collected at a specific time 
(Zikmund et al. , 2013). A large number of participants involved in the study and that is 
why cross-sectional design is chosen (Sekaran & Bo~gie, 2013). Besides that, cross-
sectional design also saves a lot of resources like energy, money and time because 
the data collected within the short time to achieve the research objectives (Sekaran & 
Bougie, 2013). 
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Primary and secondary data are the two types of data in the research method (Nicholas, 
2011). Nicholas, (2011) indicated that primary data can be collected through four basic 
types which are measurement, observation, interrogation and participation. While 
I 
secondary data is an explanation of the primary data (Nicholas, 2011). Data also divided 
into two other categories which are qualitative data and quantitative data (Nicholas, 
2011). Quantitative data determines the quantity or m~aning of the research in numbers 
(Zikmund et al. , 2013). Quantitative technique uses statistical tests to analyze data. For 
example, statistical analyses are carried out to examine the level of construction 
employees' OCBEs. A quantitative method will use questionnaire that have been adapted 
from previous studies in collecting data (Zikmund et al. , 2013). 
On the other hand, qualitative technique cannot be measured by numbers but were 
expressed in words (Nicholas, 2011). In the qualitative ~tudy, participants gave their own 
understanding, opinion and view about the issues through texts or recorded interview 
(Zikmund et al. , 2013). For example, a qualitative re~earcher may look at employees ' 
perception of the factors influencing OCBEs and how q:an GHRM practices influence it. 
However, a qualitative technique uses a small number of participants which cannot 
be apply to the entire population (Zikmund et al. , 2013). 
This study used the quantitative technique for several reasons. First , the research can be 
generalized to the whole population because quantitative research can be done on a large 
sample. Second, to collect data from the participants, questionnaire can be given and 
collected. Quantitative method is more suitable because this study used questionnaires to 
measure green HRM practices, POS, EMPs and OCBEs. 
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For several reasons, data collection in this study was done by using questionnaire as an 
instrument. The first reason is because questionnaire ~Hows the researcher to collect data 
from a large sample. Sekaran & Bougie (2013) agr~ed that questionnaire is used in a 
research because the same questionnaire can be qistributed to a large number of 
participants. Besides that, questionnaire is flexible, quick, accurate, low-cost, and 
I 
effective. According to Zikmund et al. (2013 ), quest,onnaire can be collected within a 
short time. Therefore, using questionnaire as tool of collecting data is less expensive and 
less time-consuming. In research, deciding the unit ofl analysis is important. The unit of 
analysis in this study is individual which is employees of Grade 7 construction companies 
I 
located in Kuala Muda, Kedah. 
3.3 Population and Sample 
The population in this study is employees of Grade 7 construction companies in Kuala 
Muda, Kedah. Grade 7 companies were chosen in this study because according to 
N azirah (2010), compare to another grade of construction organizations, Grade 7 
construction companies have a higher level of awareJ,iless of sustainable practices and 
knowledge. According to the website of CIDB (2018), there are approximately 8,224 
Grade 7 constructions ' companies in Malaysia, while in Northern Region of Malaysia 
(North Perak, Pulau Pinang, Kedah and Perlis) there are 1,097 Grade 7 construction 




Total Grade 7 Construction Companies Registered by {lrea in Kedah 
Area Total Grade 7 Construction rompanies 
Baling 2 
Kota Setar 242 
Kuala Muda 60 





Source: Construction Industry Development Board (CIQ>B) (2018) 
The list of Grade 7 construction compames was olbtained from the CIDB (2018) 
directory. Phone calls were made to determine their will~ngness to participate in the study 
and to detennine the number of employees in the organization. Only 30 Grade 7 
construction companies are willing to participate in the study. Therefore, it is estimated 
that employees in the construction companies in Kuala Muda, Kedah are between 20-24 
employees per company, thus the total employees in tlie companies are 720. Based on 
Krejcie and Morgan (1970), if the population, N=7Q0, the sample size(S) are 248. 
Therefore, based on the formula, eight questionnaires wtll be distributed to 30 companies 
in Kuala Muda, Kedah that are willing to participate in tl!ie survey 
43 
3.4 Measurements 
This study adapted the measurements from pnor studies because the validity and 
reliability of the existing measurements have been estalDlished (Werniuk, 2006; Leonidou, 
I 
2013; Morgan, 2013). A questionnaire in a research slhould be clear and well presented. 
(Kelly et.al, 2003) 
This study employed three types of measurements to measure the independent 
variables (GHRM practices, EMPs and POS) and one type of measurement to measure 
the dependent variable (OCBEs). The following s1ctions explain the measurements 
used. 
3.4.1 Organizational Citizenship Behavior Environ~ental 
Organizational Citizenship Behavior Environmental wal theorized as the extent to which 
a firm voluntary involves in environmental concern. To obtain data about OCBEs, this 
study used the measurement originally developed b)( Boiral & Paille (2011) that 
accesses three areas of corporate environmental perfor1 ance namely eco-initiatives, eco-
civic engagement and eco-helping. Boiral & Paille (201 p accessed the measurement with 
the reliability value ranging from 0. 73 to 0.89. 
The measurement had 10 items that evaluate the level of a construction company's 
voluntary involvement in environmental protection. The items were rated on a five-point 
Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree). The five-point 
Likert scale has some advantages. Firstly, it is easie~ to use and understand by the 
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researcher and the respondent (Hasson & Arnetz, 2005). It also takes less time to explain. 
Secondly, the Likert scales also were highly correla~ed with other measures (Sauro & 
Dumas, 2009). Thirdly, Likert scales increased the rf liability of the research (Waples 
I 
et.al, 2010). The operational definition and items of OCBEs are shown in Table 3 .2. 
The measurement originally developed by Boiral & Paille (2012) that accesses three 
areas of OCBEs namely eco-initiatives, eco-civic engagement and eco-helping. Boiral & 
I 
Paille (2012) accessed the measurement with the reliability value ranging from 0.73 to 
I 
0.89. These measurements also have been used by Paille, Chen and Boiral (2014) with 
the reliability of 0.85 while Boiral, Talbot and Paille (2015) accessed the measurement 
with the reliability of 0.96. The items were rated on 11 five-point Likert scale, ranging 
from 1 (strongly disagree) to 5 (strongly agree). 
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Table 3.2 
Operational Definition and Items for Organizational Gitizenship Behavior Environmental 














participation in an 
organization' s 
environmental 
pro grams and 
activities. 
Eco-helping Voluntarily helping 
colleagues to better 
integrate 
environmental 
concerns in the 
workplace. 
Source: Boiral & Paille (2011) 
3.4.2 Green HRM Practices 
1. In my work, I weigh the consequences of my actions 
before doing something that could affect the 
environment. 
2. I voluntarily carry out environmental actions and 
initiatives in my daily work activities. 
3. I make sugi estions to my colleagues about ways to 
protect the environment more effectively, even when 
it is not my direct responsibility. 
1. I actively par icipate in environmental events 
organized in and/or by my company. 
2. I stay inforn)ed of my company's environmental 
initiatives 
3. I undertake ~nvironmental actions that contribute 
positively tol the image of my organization. 
4. I volunteer f?r projects, endeavours or events that 
address envifonmental issues in my organization. 
1. I spontaneously give my time to help my colleagues 
take the envj·, onment into account in everything they 
do at work 
2. I encourage ljllY colleagues to adopt more 
environmentally conscious behavior. 
3. I encourage fY colleagues to express their ideas and 
opinions on ~nvironmental issues. 
The six-item green HRM scale was originally adapted from Shen, Dumont & Deng 
(2016) with the reliability of 0.88 . Shen, Dumont & Deng used this measurement once 
again in their study in 2017 with the alpha coefficient of 0. 70 to 0. 77. The items were 
rated on a five-point Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree). 
I 
The operational definition and items of green HRM practices are shown in Table 3.3. 
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Table 3.3 
Operational Definition and Items for Green HRM Praqtices 
Operational Items 
Definition 






1. My company sets green goa\s for its employees. 
2. My company provides employees with green training to promote 
green values. 
3. My company provides employees with green training to develop 
employees' knowledge and ~kills required for green management. 
4. My company considers employees ' workplace green behavior m 
performance appraisals. 
1 
5. My company relates emp!oyees' workplace green behaviors to 
rewards and compensation. 
6. My company considers enwloyees' workplace green behaviors m 
promotion. 
Sources: Shen, Dumont & Deng (2016) 
3.4.3 Environmental Management Practices 
This study used the list originally developed by Ramus & Montiel (2005) as a 
I 
measurement for Environmental Management Practices. Ramus & Montiel (2005) 
accessed the measurement with the reliability value 0.88. The list has been used by Paille, 
Boiral and Chen (2013) with accessed of the measuljement with the reliability value 
ranging 0. 72 to 0.86 while Boiral, Talbot and Paille (2015) accessed the measurement 
. I 
with the reliability of 0.98. The items were rated on t five-point Likert scale, ranging 
from 1 (strongly disagree) to 5 (strongly agree). The operational definition and items of 
environmental management practices are shown in Tabl~ 3.4. 
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Table 3.4 
Operational Definition and Items for Environmental A{ianagement Practices 
Operational Definition 
Environmental Management Practices is 
formal practices aimed at integrating 
environmental concerns in organizational 
management and at providing 
stakeholders with tangible evidence of 
the environmental commitment of the 
organization, including the 
implementation of an environmental 
policy, the adoption ofISO-norm 14001 
and environmental reporting. 
Source: (Ramus & Montiel, 2005) 
3.4.4 Perceived Organizational Support 
1 
Items 
1. My company publish an 
environmental policy 
2. My company determine specific 
targets for environmental 
performance 
3. My company publish an annual 
env~ronmental report 
4. My company use an environmental 
ma, agement system 
5. My company determine 
environmental criteria for 
purchasing decisions 
6. My company making employees 
morie responsible for the 
env~ronmental 
Perceived Organizational Support was measured using i::ight high-loading items from the 
Survey of Perceived Organizational Support by Eisenberger et al. (1986) with the 
I 
accessed of the measurement value ranging 0.92. The~e high-loading items have been 
used by Eisenberger et.al, (2002) in their study with the accessed of the reliability with 
value from 0.66 to 0.84. Some of the items from the su,rvey of Eisenberger et al. (1986) 
have been used by Paille, Boiral and Chen (2013) with the reliability of 0.89 and by 
Raineri, Mejia-Morelos, Francoeur, & Paille (2016) wi 'h the reliability of 0.92. Besides 
that, Shen, Dumont and Deng (2016) also used the items in their study and accessed the 
I 
reliability with value of 0.85. 
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Table 3.5 
Operational Definition and Items for Perceived Organizational Support 
Operational Definition I Items 
Perceived organizational 1. My employer st~ongly considers my goals and 
support can be defined as values. 
employees in an 2. Help is available from my organization when I 
organization form global have a problem. 
beliefs concerning the 3. My employer really cares about my well-being. 
extent to which the 4. My employer wJ uld forgive an honest mistake on 
organization values their my part. 1 
contributions and cares 5. My employer is willing to help me when I need a 
about their well-being. special favor. 
6. If given the opp9rtunity, the organization would 
take advantage oif me. ® 
7. My employer sh7ws very little concern for me. ® 
8. My employer ca:qes about my opinions. 
Source: Eisenberger et al. ( 1986) I 
3.5 Translated Questionnaire 
According to Eipstein & Gullemin (2015), it is necr ssary to do the back-translation 
procedure when a research questionnaire is developed and been done in a cross-cultural 
setting. The questionnaire was developed in English, translated into Malay, and back 
translated by a bilingual scholar, with any identified differences resolved through 
discussions. The questionnaire (refer Appendix 1 b) F as used for pilot test with 30 
employees who were excluded from the main survey. 
3.6 Pilot Test 
Pilot test is a survey for a small scale research through collecting data from small group 
ofrespondents to measure the reliability of instruments (Zikmund et al. , 2013). Pilot test 
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,.._ 
was described as an introductory study that conducted in a small scale before the correct 
samples used for the actual research. 
The pilot study is useful to find data transparency from the trial by a small group of 
individuals. The data transparency derives from relia~ility test that resulted consistency 
of the measurement. If the measurement produces same results, therefore, high reliability 
can be obtained. Quantitative measurements meth?ds are adopted by testing the 
questionnaires in determine the reliability through pilot study. 
Cronbach's Coefficient Alpha (a) will be used to determine the reliability of the 
questionnaire. In order to produce quality studies, the data accuracy should be obtained 
with the higher reliability degree of the instrument. To identify the measurements internal 
consistency, Cronbach's alpha is used. The normal reliability ranges for Cronbach's 
alpha are between 0 and 1. The instrument with coeffidents (a) closer to 1 are considered 
to have better reliability. The value range 0.8 are consi~ered to have good reliability and 
reliability are considered poor when the coefficien1s (a) less than 0.7. Thus, the 
questionnaire items identified reliable if the Cronbach's coefficients (a) more than 0.7. 
The questionnaire items identified unreliability if the coefficients (a) less than 0. 6 
(Sekaran & Bougie, 2013). Before data being processef1, data is cleared from any errors 
and negative items that have been recoded (recode 1 = £, 2 = 4, 3 = 3, 4 = 2, and 5 = 1). 
In this study, the certain items in perceived organizati~n support have been negatively 
formed such as "If given the opportunity, the organization would take advantage of me" 
and "My employer shows very little concern for me". 
so 
-
Then, pilot study was conducted for 30 respondents in 4 companies. The respondents for 
pilot test will be excluded in actual data collection as to avoid data discrepancies. The 
consistency of Cronbach's Alpha for each variable was measured and showed in Table 
3.9. The results of coefficients (a) are range from 0.792 to 0.960. Cronbach's alpha for 
organizational citizenship behavior for environment~! showed is 0.897, green human 
resource management is 0.943, environmental management practices is 0.960 and 
perceived organizational support is 0.792. Each questionnaires items is valid because the 
I 
Cronbach's alpha is greater than 0.7. So, the data in this study are reliable and acceptable. 
Table 3.6 
Reliability test for Pilot Test 






Green Human Resource Management 
Environmental Management Practices 











3.7 Data Collection Procedure 
Data collection is a method of finding information from primary or secondary sources 
(Sekaran and Bougie, 2013). Primary data was obtained through questionnaire in the hard 
I 
copy form. It is about 240 hard copy questionnaires (Refer Appendix lA) were 
distributed to employees. It was an effective approach because researcher is able to 
collect the questionnaire forms immediately. It takes ~lmost two weeks to complete the 
entire collection process due to different companies at ~lifferent places. The respondents 
were given a day to return questionnaires but only 50% of questionnaire forms were 
returned, so total respondent who returned the survey forms is 118 respondents. The data 
collection process was started between ends of Septembfr 2018 until mid-October 2018. 
3.8 Technique of Data Analysis 
Data collected from the survey were analyzed usmg Statistical Package for Social 
Science (SPSS) software version 24 . The questionnaire results were summarized into 
I 
statistical analysis which consists of descriptive analysis, correlation analysis and 
regression analysis. 
3.8.1 Descriptive Analysis 
Transforming data of general characteristic is descriptive analysis. Zikmund et. al., 
(2013) described that descriptive analysis measure mran, medians, modes, variance, 
range, and standard deviation. In this study, descriptive analysis were used to describe 
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and summarize the respondent demographic consists of gender, age, education level, 
tenure, income and position. The analysis was generated from the collected data. 
3.8.2 Correlation Analysis 
To measure the strength and significance relationship between variables, correlation 
analysid will be used (Sekaran and Bougie, 2013). In the correlation analysis, pearson 
correlation coefficient (r) is used to show the relationship between independent variables 
(GHRM, EMPs and POS) with dependent variable, (l)CBEs. There is a positive linear 
relationship if the values range closed to + 1 and negative relationship if the value of r 
closed to -1. However, if the value ofr closed to O therf is no linear relationship or weak 
relationship between the two variables. 
3.8.3 Regression Analysis 
To identify the relationship between dependent vari;ible and independent variables, 
regression analysis will be used. In this study, a regression test is used to determine the 
relationship between GHRM, EMP, POS and OCBEs. Multiple Regression Analysis is 





This chapter focused on research methodology that was used for collection of data, 
analyze of data and interpretation. Questionnaires were used to get the response from the 
respondents. Purposive Sampling was used as sampliqg technique. The pilot testing for 
30 respondents was distributed to check the reliabil~ty of the instruments. The data 
analysis used was descriptive, correlation and regressi@n analysis. The next chapter will 






In this chapter, the results of the data analysis from this study were presented. The first 
sections in this chapter reveal the normality of the data. Then, second sections present the 
respondents ' profile. The third sections indicate the r~liability and validity results. The 
results of hypothesis testing are highlighted in section four. The final section summarizes 
the findings. 
4.2 Response Rate 
A total of 248 ( 100%) questionnaires were distributed hut only 120 ( 50%) questionnaires 
were returned and 2 (0.81 %) were incomplete and 1 (0.40%) was deleted due to outliers 
detected. Thus, only 117 (47.18%) questionnaires were used for analysis in this chapter. 
A summary of the response rate is shown in Table 4.1. 
Table 4.1 
Response Rate of Questionnaires 
Number of 1uestionnaires Percentage 
Total questionnaires distributed 2~8 100% 
Total returned questionnaires qo 48.38% 
Total unusable questionnaires 3 1.21 % 
Total useable questionnaires 117 47.18% 
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4.3 Data Screening 
Before data analysis, the raw data were screened to en.eek for errors. It is rather easy to 
make mistakes when entering the data into SPSS, and the errors impact the 
analysis. Thus, the data were screened for potential ~rrors. The process involved few 
procedures namely reverse coding, detecting outliers and descriptive analysis and 
assessing normality. These procedures are discussed in the following sections. 
4.3.1 Reverse Coding 
Reverse coding of negative items in the measurement was the first procedure done in this 
study. To reverse negative items means to reverse the reactions of the negative items to 
positive items to ensure that the entire item has the sam~ type of reactions. To reverse the 
code, transform function can be used. In this study, perceived organizational support had 
two negative items. Those items are item 6 (if given the opportunity, the organization 
would take advantage of me) and item 7 (my employer shows very little concern for me). 
I 
Item 6 and 7 were rated on a five-point Likert scale, ranging from 1 (strongly disagree) to 
5 (strongly agree). By using the transformation functipn, items 6 and 7 were reverse 
coded to make sure they had similar reaction to the rest of the items for perceived 
organizational support. 
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4.3.2 Detecting Outliers 
The outliers were checked by the second procedure. Cases with different values from 
other cases in the sample are outliers (Hair et al., 2010). Outliers will arise because of 
wrong data record, and usually the cases do not cbme from the deliberate sample. 
Univariate and multivariate outliers are the two types pf outliers. Univariate outliers are 
the extreme values of a single variable, whereas multtivariate outliers combine extreme 
values with two or more variables (Tabachnick ~ Fidell, 2013). Throughout the 
descriptive analysis, univariate outliers could be identified by examining the z-value of 
the cases (Tabachnick and Fidell 2013). A potential outliers have the z-values that are 
bigger than 4.00 (Hair et al., 2010). The descriptive result in this study revealed that the 
z-values of the variables had a value smaller than 4.00. Therefore, there are no univariate 
outliers in this study were detected. 
On the other hand, Mahalanobis distance can be used to identify multivariate outliers 
(Tabachnick & Fidell, 2013). Mahalanobis distance cai:i- be calculated in SPSS by using 
regression analysis (Tabachnick & Fidell, 2013). Aycording to Hair et al., (2010), 
Mahalanobis distance involved several dimensions of pnivariate z-scores that calculate 
the gap of a case in the sample. Chi-square distribution (X2) and degrees of :freedom ( df) 
were used to evaluate Mahalanobis distance (Tabfchnick & Fidell, 2013). The 
Mahalanobis distance values that are larger than the chi-square distribution (X2) value of 
11.881 (df = 3; p<0.001) are considered multivariate outliers (see Appendix 2). In this 
study, one case (i.e., 96) had a Mahalanobis distance value greater than the chi-square 
distribution (X2) value of 11.881 (df = 3; p<0.001), so it was considered multivariate 
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outliers. That one case was then deleted, resulting in 117 cases being used for subsequent 
analysis. 
4.3.3 Descriptive Statistics and Normality Test 
The Cronbach's alpha reliability test was used to obsel,ive each variables measurement in 
the questionnaires. As shown in Table 4.2, the alil>ha coefficient of organizational 
citizenship behavior for environment is 0.95, green hu:41an resource management is 0.94, 
environmental management practice is 0.91 and perceiyed organizational support is 0.74. 
According to Sekaran and Bougie (2013), if the result is higher than 0.7, then the 
I 
measurement are acceptable. Therefore, the result's Cr,onbach's alpha revealed in Table 
4.3 showed that the value for all items are higher than 0. 7. 
Table 4.2 
Test of Reliabilityfor the research variables 
Variables Cronbach's IAlpha 
Organizational Citizenship Behavior for 
Environment 
Green Human Resource Management 
Environmental Management Practices 










To check if the data were normally distributed, test of normality were used. The 5-point 
Likert Scale was used in the measurement of this study. 1 indicate strongly disagree 
whereas 5 indicate strongly agree. The test of normality also ensures that the findings are 
accurate, reliable and valid. According to Kim (2013), to figure out the normality of the 
study is by finding out the skewness and kurtosis. Skewness is to calculate the equality of 
the data and kurtosis is quantifying the apex of a data distribution (Kim, 2013). 
According to Kim (2013), the z-analysis must be used rn order to ascertain skewness and 
kurtosis. When skewness or kurtosis values were divided with their standard errors, a z-
value could be acquired (Kim, 2013). For sample that ~s more than 50 and less than 300, 
the z-value of kurtosis and skewness should be smal,ler than 3.29 (Kim, 2013). With 
reference to Table 4.3 , all the data demonstrated normality because the z-scores of 
skewness and kurtosis are less than 3.29. Refer to Appendix 3 for skewness, kurtosis, 
standard error for skewness and standard error for kurtosis. 
The descriptive analysis results of the mean and sta11dard deviation of organizational 
citizenship behavior for environmental, green human resource management, 
environmental management practices and perceived prganizational support also was 
shown in Table 4.3. Organizational citizenship behavior for environment showed the 
mean value of 4.65 and standard deviation value of O.M. While green human resource 
management's mean value is 4.03 and standard devliation value of 0.69. Perceived 
organization support showed a mean value of 4.00 and r andard deviation value of 0.68. 
On the other hand, environmental management practices showed mean value of 4.03 and 
a standard deviation value of 0.56. This result showed that means of the variables are 




Skewness and Kurtosis for Dependent and Independent Variables 
Variables Mean Standard Z scores Z scores 
Deviation skewness kurtosis 
Organizational Citizenship Behavior for 4.65 .41 -2.638 -2.909 
Environment 
Green Human Resource Management 4.03 .69 -0.179 -2.581 
Environmental Management Practices 4.00 .68 -0.875 -2.725 
Perceived Organizational Support 4.03 .56 -0.496 -0.775 
Note: Standard error for skewness 0.224; Standard error for kurtosis 0.444 
4.4 Profile of the Respondent 
Respondents' profile is important in giving the responses towards the research. Gender, 
age, education, position, tenure and salary are included ii;i the demographic variables. 
As shown in Table 4.4, from the responses recorded, 80 respondents (68.4%) are female 
staffs while 37 (31.6%) are male staffs. The highest number of respondents are 64 
(54.7%) are from the age 18 to 29 years old. In temis of education, 63 respondents 
(53.8%) had diploma qualification. The highest numbers ofrespondents are from the non-
managerial position which are 78 respondents (66. 7%). For tenure, 79 respondents 
(67.5%) had worked in the industry for 1-5 years and 39 respondents (33.3%) receive 
monthly salary between RM 1,000 to RM 1,499. 
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Table 4.4 
Demographic Profile of Respondents 
I 
Demographic Profile Freque~cy Percentage(%) 
(N=l 17) 
Gender Female 80 I 68.4 
Male 37 31.6 
Age 18-29 64 54.7 
30-39 31 26.5 
40-49 22 18.8 
Education Secondary School 50 42.7 
Diploma 63 53 .8 
Degree 4 3.4 
Position Non-managerial 78 66.7 
Supervisor 19 16.2 
Middle Manager 20 17.1 
Tenure Less than 1 year 5 4.3 
1-5 years 79 67.5 
6-10 years 30 25 .6 
10 years and above 3 2.6 
Salary RM1000-RM14999 39 33 .3 
RM 1500-RM 1999 25 21.4 
RM2000-RM2499 11 9.4 
RM2500-RM2999 9 7.7 
RM3000-RM3499 19 16.2 
RM3500-RM3999 3 2.6 
RM4000-RM4500 10 8.5 
RM4500 and above 1 .9 
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4.5 Statistical Test 
To examine the variable's relationship, statistical test are used. Pearson correlation and 
multiple regression analysis were used to dete11111ine the relationship between 
organizational citizenship behavior for environment, g1J"een human resource management, 
environmental management practices and perceived organizational support. 
4.5.1 Correlation Analysis 
Pearson Correlation Analysis was utilized to determiny the intensity and significance of 
the relationship between variables (Sekaran & Bougie, 2013). Table 4.5 showed the 
results of Pearson correlation analysis for the variables. 
Based on Table 4.4, Pearson correlation analysis indicated green human resource 
management, environmental management practices and perceived organizational support 
have significant positive relationship with organizational citizenship behavior for 
I 
environment. The highest correlation coefficient result being between organizational 
citizenship behavior for environment and green human uesource management (r =.376**) 
followed by correlation results between organizat~onal citizenship behavior for 
environment and environmental management practiyes (r = .321 **). The lowest 
correlation being between organizational citizenship behavior for environment and 
perceived organizational support (r = .287**). 
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Table 4.5 










** p:'.S 0.01 












Multiple regression is a technique utilized to measure the influence of multiple 
independent variables on a dependent variable (Nicho~as, 2011) . The regression test is 
used to examine whether independent variables ).lamely green human resource 
management, environmental management practices and perceived organizational support 
influence the dependent variable, organizational citizenship behavior for environmental. 
According to Zikmund et.al, (2013) multiple regres~ion analysis can be utilized to 
identify if the independent variables influence the depen~ent variable. 
As shown in Table 4.6, a multiple regression was carried out to investigate whether green 
human resources management, environmental manaaement practices and perceived 
organizational support influence organizational citizenship behavior for environment. 
I 
The results of the test indicated that the R square is 0.166 which means that only 16.6% 
of the variance in the dependent variable is explained by the independent variables. Thus, 
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from the regress10n analysis, it was found that none of the independent variables 
influence organizational citizenship behavior for environment. 
Table 4.6 
Multiple Regressions for research variables 
Model Unstandardized Coefficie~ts Standardized Coefficients 
B SE 1 Beta t Sig. 
Constant 3.376 .291 11.594 .000 
Green Human Resource .139 .077 .235 1.797 .075 
Management 
Environmental .063 .075 .104 .839 .403 
Management Practices 
Perceived Organizational .113 .070 .153 1.606 .111 
Support 
R = 0.407 R2= 0.166 F = 7.489 **p :S 0.05 I 
Therefore, based on the result in Table 4.6, hypothesis 1 whether green human resource 
management influence organizational citizenship behayior for environment is rejected. 
For hypothesis 2, whether environmental management l!)ractices influence organizational 
citizenship behavior for environment is also rejected. Hypothesis 3, perceived 
organizational support influence organizational citizen~hip behavior for environment is 










Green Human Resource influence Organizational Citizenship 
Behavior for Environment. 
Environmental Management Practices influence Organizational 
Citizenship Behavior for Environment. 
Perceived Organizational Support influence Organizational 






This chapter revealed the results of the study. Frequency statistics, descriptive statistics, 
normality test, Cronbach's alpha, Pearson correlation, and multiple regression analysis 
were utilized in the analysis. It showed the relationsh~p of the variables as well as its 
significance and the reliability of the measurement scales used in the questionnaire. The 
next chapter will discuss the findings of the study. 
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CHAPTERS 
DISCUSSIONS, RECOMMENDATIONS AND CONCLUSIONS 
5.1 Introduction 
This chapter consists of three major topics namely discussions, recommendations for 
I 
future research and overall conclusions. The objectives of the study that have been 
mentioned in chapter one will be discuss. The reconpnendation explains the practical 
implications of the study which include ideas and ~uggestions for further research. 
Finally, this study will end with a conclusion. 
5.2 Recapitulation of the study 
The prominent objective of this study was to examme the relationship between 
organizational citizenship behavior for envirolllljlent, green human resource, 
environmental management practices, and POS. Lafer, this study developed three 
hypotheses based on the literature review. In this study, the populations are employees of 
Grade 7 construction employees in Kuala Muda, Kedah. 30 construction companies 
participated in this study where 248 employees from th~ selected companies were chosen 
as sample in this study. However, only 120 feedbacks were obtained from the selected 
companies. 117 usable feedbacks were used to conduct the analysis. The results from the 
analysis showed that H 1, H2 and H3 were rejected. 'J1he results revealed that GHRM, 
EMPs and POS were positively related to organizational citizenship behavior for 
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environment. However, the results also revealed that GHRM, EMPs and POS did not 
influence organizational citizenship behavior for environment. 
5.3 Discussions 
The purpose of this study is to examine the relationship between three independent 
I 
variables namely GHRM, EMPs, and POS with organizational citizenship behavior for 
environment. The study aspires to achieve the following objectives: 
1. To examine whether GHRM influence OCBE. 
11. To determine whether EMPs influence OCBE. 
111. To find out whether POS influence OCBE. 
5.3.1 The relationship between green human resource management and 
organizational citizenship behavior for environment. 
Based on the result (refer Table 4.5 and 4.6), there are positive relationship between 
GHRM with organizational citizenship behavior but it does not influence the level of 
organizational citizenship behavior for environment among the employees. It means that, 
green human resource practices have relationship with trmployees' commitment towards 
environment but it does not influence OCBEs. The insigi;iificant result could be caused by 
response rate obtained in the study. 
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Even though green human resources are being implei:p.ented in the organization, it does 
not necessarily influence the level of employees' pCBE because it is a voluntary 
behavior derived from the individual themselves. An individual will commit to the 
environment if they wanted to. Thus, as supported by Jiang et.al (2012) who said green 
HRM practices may not necessarily have equivalent relationships with organizational 
citizenship behavior since OCBE is discretionary and voluntary. Thus, it is rather difficult 
to impose OCBE on the employees. 
The insignificant relationship between green HRM practices and OCBE are also 
supported by Kaur & Unisa (2011). She argued that green rewards and compensation 
make employees be interested in monetary issues rathe1 than protecting the environment. 
Therefore, employees are willing to demonstrate environmental behaviors only when 
bonuses or awards are given. 
Although Masri & Jaaron (2017) indicated that greei;i HRM influence organizational 
citizenship behavior for environment, but this study found otherwise. Their study was 
conducted in the Palestinian context and carried out in the manufacturing industry. 
Meanwhile, this study was conducted in a Malaysian context and in the construction 
industry. Hence, the different work culture, work environment, skill and knowledge may 
cause the differences in the results. 
On top of that, OCBE is a new concept that was recent~y introduced in Malaysia. Thus, 
the awareness and practices of OCBE among the construction employees are found to be 
low. More efforts need to be done by management and policy makers to create greater 
awareness on OCBE and GHRM practices. In line with ~hat, organization should practice 
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green recruitment and selection in order to attract a talent with high-awareness on 
environmental to enhance the level of OCBE and gree11i HRM among employees. 
5.3.2 The relationship between environmental management practices and 
I 
organizational citizenship behavior for environmentt 
The Pearson Correlation result (refer Table 4.5), s:howed that EMPs have positive 
relationship with organizational citizenship behavior for environment with (r = .321, p :S 
I 
0.01). The multiple regression analysis result (refer to Table 4.6) indicated that EMPs did 
not influence organizational citizenship behavior for environment. The insignificant 
result could be caused by the low level of employees' awareness of the environmental 
policies. Many environmental initiatives usually rely (!>n employees' consideration and 
behaviors. According to Boiral et.al, (2015), even ifthete are formal implementation and 
actions from the company, it requires employees' partidipation and involvement to make 
it successful. 
According to Paille et.al, (2015), organizations' environmental initiatives depend not only 
I 
on informal, individual and voluntary initiatives, but also on the initiatives of the 
organization in the implementation of EMPs. Even though OCBE is voluntary, employer 
should play their role in implementing EMPs in the organization. For example, employers 
should encourage the employees to switch off the lights when not in use, implementing 
paperless policy in the office and have proper waste system at the construction site. Top 
management should nurture a strong environmentally pro-active behavior in the 
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workplace (Kaur & Unisa, 2011). Hopefully, it will in~rease employees understanding of 
the environmental policies. 
5.3.3 The relationship between perceived organizatirnal support and organizational 
citizenship behavior for environment. 
Based on the result, there is positive relationship b~tween POS with organizational 
citizenship behavior but did not influence the level of organizational citizenship behavior 
for environment among the employees. Basically, f OS are related to employees' 
commitment towards environment but it does not influence OCBE among the employee 
in the construction industry. The insignificant result could be based on the support given 
by the employer towards employee in the organizatioID. For example, top management 
should always encourage employees to practice environmental friendly behavior and 
demonstrate the pro-environmental behavior. This is supported by Ramus & Steger, 
(2000) who said that employees show pro-environmental behaviors if they were 
supported by organization. 
Previous study by Paille and Morelos (2014) stated th<).t POS influenced organizational 
citizenship behavior for environmental, but in this study the result found otherwise. The 
probable reason could be because employees perceiyed that the implementation of 
environmental policy in the organization as the obligation from the government and not 
voluntary initiatives by employers (Paille et.al, 2013). The involuntary initiatives by 
employers show that employers may be the reason why employees tend not to practice 




Master Plan of the 11 th Malaysia Plan which requires 9onstruction organization to lessen 
their energy consumption. Initiatives taken by employers in implementing the Green 
Technology Master Plan in the organization will influence the level of employees' 
OCBE. This is supported by Paille & Raineri (2015) who stated that POS will nurture 
employees' responsibility to the environment. 
5.4 Implication of the study 
This section discuss the implication of this study to the stakeholders involved 
namely to employees, organization, industry and government. 
5.4.1 Theoretical Implication 
This study has been able to examine factors influencing OCBE from social exchange 
theory. This study has contributed in the field of research on green HRM practices, 
environmental management practices, perceived organizational support and 
organizational citizenship behavior for environment part;icularly in Malaysia construction 
organization. However, in this study, the results showed that none of the variables 
influence organizational citizenship behavior for environpient. 
This study showed that exchange between employers f nd employees are important to 
achieve organizational citizenship behavior for enviromment. Thus, it is important for 
organization to show support for employees to ensure employees have their sense of 
belongings in the organization and commit to the organization. In exchange for 
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organization support towards employees, they need to show their commitment and put 
more effort and be more pro-active towards the environmental protection. Besides that, 
I 
when management implement environmental policy find employees play their role in 
executing the implementation, they would commit to tl).e organization. In terms for green 
human resource management, when employees rece~ved proper training, reward and 
recognition, they will commit to the organization and nurture the OCBE. As a result, 
social exchange theory has explained the relationship between green human resource 
practices, environmental management practices, perceived organizational support and 
organizational citizenship behavior for environment. 
5.4.2 Practical Implication 
Based on the findings, it helps the stakeholders to understand factors that influence 
organizational citizenship behavior for environment iro the construction industry. The 
results revealed that GHRM, EMPs and POS did not influence organizational citizenship 
I 
behavior for environment in the construction industry. Employees, management, 
ministry, industry and government can use this study as a guideline to increase the level 
of organizational citizenship behavior for environment. 
For employees, organizational citizenship behavior for fnvironment is discretionary and 
voluntarily. Therefore, to increase the level of organi~ational citizenship behavior for 
environment, management should play their role in enhancing the level of organizational 
citizenship behavior for environment. Management of the organization should practice 
GHRM as a whole. It should start with implementation of GHRM as the new system to 
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use m the organization. First of all, it should stant with recruitment and selection. 
Organization should hire new talents that have awareness on protecting the environment. 
Besides that, management should provide training ~hat would increase the level of 
awareness of the employees towards environmental protection. The training and 
development for the employees should provide the required skill and knowledge for 
practicing the pro-environmental behavior at the workplace. Apart from that, reward and 
recognition also can be implemented to increase the e\ ployees' level of organizational 
citizenship behavior for environment. For example, if employees are practicing 3R 
(reduce, reuse, and recycle) in the workplace, employhs should provide rewards to the 
employee. Employers also reward employees by imple1j11enting 'Employee of the Month' 
based on their contribution and ideas of protecting the environment. By rewarding and 
recognizing their effort in practicing pro-environmental behavior, employees ' level of 
organizational behavior for environment would increase. 
On the other hand, by understanding factors that could affect organizational citizenship 
behavior for environment, construction industry shoulq work with Human Resource in 
the organization to revisit the current practices and policy that can help improve the 
organizational citizenship behavior for environment arp.ong their employees. Even the 
small behaviors such as switch off lights when not in use, implementing paperless policy 
in the office, and proper waste system at the construction site should be practiced. 
Besides that, this study can provide better understanding for Ministry of Energy, Science, 
Technology, Environment and Climate Change in sustaining the environment in the 
better future. Government should implement better fl1les and regulations for all the 
industries to follow in order to protect the environment. :Wor example, government should 
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be strict towards construction organizations that are qot practicing ISOI4001. When all 
construction organizations are obliged to practice IS014001 , automatically they would 
follow the environmental management system r~quirements and implement the 
environmental management practices and adopt green human resource management in 
the system. If employers and management are practicing the pro-environmental behavior, 
employees would be influenced to follow the step. Thqs, a strict rules and regulations by 
government could enhance the level of employees' organizational citizenship behavior 
for environment. 
5.5 Limitation of the Study 
Limitations of the study are constraints that are beyond control that may affect the 
research result. The limitations of the study include the following: 
First, this study was conducted in only one district in K.edah which does not include all 
construction industries in Northern regions. The study was carried out in G7 companies 
in Sungai Petani, Kedah. Even though previous study stated that G7 companies tend to 
have high awareness towards environment, however, the location of the company also 
may affect the results of this study. Therefore, the result may not reflect the same 
organizational citizenship behavior for environmen~ issues in other construction 
industries in other district in Kedah and other states in Malaysia. 
Secondly, there were only three factors chosen for this study namely GHRM, 
EMPs, and POS that influence organizational citizenship behavior for environment. 
Thus, it restrict to represent factors that influence organi:zational citizenship behavior for 
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environmental. There are other factors which influence OCBE such as corporate social 
responsibility, organizational climate, social supp?rt, supervisory communication, 
organizational culture, emotional intelligence, organizational commitment and 
organizational resources. 
Third, limitation is related to the data collection method. The results cannot be 
generalizes because 117 respondents may not represept the total populations. Besides, 
only 30 companies are surveyed in this study. Companies in another state may produce 
different result. 
5.6 Suggestions for Future Research 
The three independent factors that are GHRM, EMPs and POS in this study may not 
provide full explanation to understand the influen9e of organizational citizenship 
behavior for environment in the construction industry. Factors that possibly would give 
strong impact to the organizational behavior citizenship for environment such as 
corporate social responsibility, organizational climate, organizational culture, emotional 
intelligence, organizational commitment, organizationljll resources, social support and 
supervisory communication could be taken as future studies related to OCBEs. 
Besides that, the study was conducted only in one distriet in Kedah. The study cannot be 
I 
generalized to all employees in G7 construction industry in Kedah and or Malaysia. 
Future researcher should expand the sample or respondem.t to another state that have more 
construction industries such as Penang, Johor Bharu and Kuala Lumpur. 
75 
" 
On top of that, future research also should study differ~nt industry such as manufacturing 
and service industries. Different industry would produce different result because the work 
culture and knowledge are different. Besides that, the levels of employees dealing with 
environment are also different. 
Lastly, future researcher could study at the organizational level instead of individual level 
as the unit of analysis. Employees maybe are not aware of the green aspects of human 
resource management and environmental policies imposed upon them. That may create 
different result in relation to OCBE. 
5. 7 Conclusion 
In a nutshell, objective indicated in chapter one achiev~d. First, the result showed green 
human resource management does not influence organizational citizenship behavior for 
environment. The second objective, enviromnental management practices do not 
influence organizational citizenship behavior for environment. The last objective, 
perceived organizational support does not influence organizational citizenship behavior 
I 
for environment. 
Thus, it is important to look into other variables ~hat could be the influence of 
organizational citizenship behavior for environment. Therefore, the organization should 
examine and find ways to improve organizational citiz~nship behavior for environment 
through implementing the environmental management system such as developing a 
recycling program, switching off lights and develop a sustainability work policies. This 
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effort can be done through supervisor or manager as tij.e communicator or agent to create 
policies where employees feel they belong to the organization. 
Finally, all individuals (employees, managers, organization, stakeholders, and human 
I 
resource) should play their roles to enhance the lt:1vel of organizational citizenship 
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UNIVERSITI UT ARA MALAYSIA 
Dear respected respondents, 
I am Dayang Almahera binti Ishak, a Master stud~nt from College of Business, 
Universiti Utara Malaysia (UUM). I am conducting a research on 'How Green Human 
Resource Management Practices, Perceived Organizational Support and Environmental 
Management Practices influence Organizational Citizenship Behavior Environmental.' 
This research is the fulfillment of Master in Human Resource Program. 
All of the information gained is crucial to assist me to complete my theses. I would 
appreciate if you could spare 15 minutes of your time to complete this questionnaire. All 
information given by the respondent will be classjfied as CONFIDENTIAL. All 
responses given will remain confidential and will be used for academic purposes only. 
Thank you for your cooperation. 
Dayang Almahera binti Ishak, 
Master in Human Resource Management 
School of Business Management 
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Section A 
Please tick(✓) the best answer that fit you. 
Gender Position 
Female □ Non-managerial □ 
Male □ Superwisor □ 
Middle Manager □ 
Tempoh Bekerja □ 
Age Tenu.re 
18-29 years □ Less than 1 year □ 
30-39 years □ 1-5 ye~rs □ 
40-49 years □ 6-10 y~ars □ 
50 years and older □ 10 years □ 
Education Salary 
Completed Primary School □ RM 1000-RM 1499 □ 
Completed Secondary School □ RM 1500-RM 1999 □ 
Diploma □ RM 2000-RM 2499 □ 
Bachelor's Degree □ RM 2500-RM 2999 □ 
Postgraduate qualification □ RM 3000-RM 3499 □ 
RM 35Q0-RM 3999 □ 
RM 4000-RM 4499 □ 
RM 4500 dan ke atas □ 
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Section B 




Strongly Strongl: ..... 
Disagree ., Agree 
1 In my work, I weigh the consequences of my I 1 2 3 4 5 
actions before doing something that could affect 
the environment. 
2 I voluntarily carry out environmental actions and 1 2 3 4 5 
initiatives in my daily work activities. I 
3 I make suggestions to my colleagues about ways 1 2 3 4 5 
to protect the environment more effectively, even 
when it is not my direct responsibility. 
4 I actively participate in environmental events 1 2 3 4 5 
organized in and/or by my company. 
5 I stay informed of my company's environmental 1 1 2 3 4 5 
initiatives. 
6 I undertake environmental actions that contribute 1 2 3 4 5 
positively to the image of my organization. 
7 I volunteer for projects, endeavors or events that 1 2 3 4 5 
address environmental issues in my organization. 
8 I spontaneously give my time to help my 1 2 3 4 5 
colleagues take the environment into account in 
everything they do at work. 
9 I encourage my colleagues to adopt more 1 2 3 4 5 
enviromnentally conscious behavior. 
10 I encourage my colleagues to express their ideas 
I 
1 2 3 4 5 
and opinions on environmental issues. 
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Section C 





1 My company sets green goals for its 1 2 3 4 
employees. 
2 My company provides employees with green 11 2 3 4 
training to promote green values. 
3 My company provides employees with green 11 2 3 4 
training to develop employees' knowledge 
and skills required for green management. 
4 My company considers employees' 1 2 3 4 
workplace green behavior in performance 
appraisals. 
5 My company relates employees' workplace 1 2 3 4 
green behaviors to rewards and compensation. 
6 My company considers employees ' '1 2 3 4 
workplace green behaviors in promotion. 
Section D 






1 My company publishes an environmental 1 2 3 4 
policy. 
2 My company determines specific targets for i 2 3 4 
environmental performance. 
3 My company publishes an annual 1 2 3 4 
environmental report. 
4 My company uses an environmental 1 2 3 4 
management system. 
5 My company determines environmental 1. 2 3 4 
criteria for purchasing decisions . 
6 My company making employees more 1 2 3 4 




















Please read the following statements, and circle (0) the answer that best explains 
I 
your opinion. 
Strongly ' Strongly Disagree , Agree 
1 My employer strongly considers my goals and ' 1 2 3 4 5 
values. 
2 Help is available from my organization when 1 2 3 4 5 
I have a problem. 
3 My employer really cares about my well- I 1 2 3 4 5 
being. 
4 My employer would forgive an honest 1 2 3 4 5 
mistake on my part. 
5 My employer is willing to help me when I 
I 
1 2 3 4 5 
need a special favor. 
6 If given the opportunity, the organization 1 2 3 4 5 
would take advantage of me. 
7 My employer shows very little concern for 1 2 3 4 5 
me. 
8 My employer cares about my opinions. 1 2 3 4 5 
I 
Thank you for your support and cooperation. 
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UNIVERSITI UT ARA MAl..iA YSIA 
Ke hadapan Tuan / Puan, 
Appendix 1B 
Borang Soal Selidik 
Saya adalah penuntut Ijazah Sarjana dari Kolej Pengurusan Pemiagaan, Universiti Utara 
Malaysia (UUM). Saya sedang menjalankan kajian tentapg 'Amalan Pengurusan Sumber 
Manusia yang Mempengaruhi Perlakuan Pekerja terhadap Alam Sekitar'. Kajian ini 
adalah syarat bagi pengijazahan Sarjana Pengurusan Surnber Manusia. 
Semua maklumat yang diberikan dalam kajian ini penting dalam membantu saya 
melengkapkan kerja kursus saya. Saya sangat menghargdi jika pihak Tuan/Puan dapat 
meluangkan masa selama 15 minit untuk menjawab borang soal selidik ini. Semua 
maklumat yang diberikan oleh pihak Tuan I Puan adalah SULIT dan hanya akan 
digunakan bagi tujuan akademik sahaja. 
Terima kasih atas bantuan dan kerjasama yang diberikan. 
Dayang Almahera binti Ishak, 
Pelajar Sarjana Pengurusan Sumber Manusia, 
Pusat Pengajian Pengurusan UUM. 
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Bahagian A 
Sila tandakan {✓)untuk jawapan yang paling tepat qiengenai diri anda. 
Jantina Jawatan 
Perempuan □ Buka:p. pengurusan □ 
Lelaki □ Penyelia □ 
Pen~rus □ 
P engurus atasan □ 
Umur Tempoh Bekerja 
18-29 tahun □ Kurang 1 tahun □ 
30-39 tahun □ 1-5 tamun □ 
40-49 tahun □ 6-10 tahun □ 
50 tahun ke atas □ 10 tahun ke atas □ I 
I 
Pendidikan Gaji 
Sekolah rendah □ RM 10,00-RM 1499 □ 
Sekolah menengah □ RM 1500-RM 1999 □ 
Diploma □ RM 2000-RM 2499 □ 
ljazah □ RM 2500-RM 2999 □ 
Pasca siswazah □ RM 3000-RM 3499 □ 
RM 3500-RM 3999 □ 
RM 40ID0-RM 4499 □ 




Sila baca penerangan di bawah dan bulatkan (0) jawapan yang paling tepat 







1 Dalam menjalankan kerja, saya menilai kesan 1 1 2 3 4 
daripada tindakan saya sebelum melakukan 
sesuatu yang bo leh memberi kesan kepada alam 
sekitar. 
2 Saya dengan sukarela melakukan tindakan I 1 2 3 4 
persekitaran dan mengambil inisiatif dalam 
membuat aktiviti aktiviti harian. 
3 Saya memberi cadangan kepada rakan sekerja 1 2 3 4 
tentang cara memelihara alam sekitar dengan 
lebih berkesan walaupun ia bukan tanggungjawab 
saya secara langsung. 
4 Saya bergiat aktif dalam program alam sekitar 
I 
1 2 3 4 
yang dianjurkan oleh organisasi . 
5 Saya tahu tentang inisiatif alam sekitar yang 1 2 3 4 
melibatkan syarikat dimana saya bekerja. 
6 Saya mengamalkan sikap memelihara alam I 1 2 3 4 
sekitar yang menyumbang secara positif kepada 
imej syarikat. 
7 Saya dengan sukarela menyertai projek, usaha 
I 
1 2 3 4 
atau acara tentang isu persekitaran di organisasi 
saya. 
Secara tidak langsung, saya memberi masa untuk 
8 membantu rakan sekerja memelihara alam sekitar 1 2 3 4 
semasa mereka menjalankan tugas. 
9 Saya menggalakkan rakan sekerja supaya 1 2 3 4 
bersikap lebih peka dalam memelihara alam 
sekitar. 
10 Saya menggalakkan rakan sekerja untuk 1 2 3 4 
memberi cadangan dan pendapat mereka tentang 
















Sila baca penerangan di bawah dan bulatkan (p) jawapan yang paling tepat 
mengenai diri anda. 
s rngat ..... , 
1Tidak 
S,etuiu 
1 S yarikat menetapkan matlamat mesra alam I 1 2 3 4 
untuk pekerja. 
I 
2 S yarikat memberi latihan mesra alam bagi ' 1 2 3 4 
memupuk nilai kepada alam sekitar. 
3 Syarikat memberi latihan kepada pekerja 1 2 3 4 
tentang mesra alam bagi meningkatkan 
pengetahuan dan kemahiran pekerja dalam 
menguruskan alam sekitar. 
4 Syarikat membuat penilaian prestasi ' 1 2 3 4 
berdasarkan amalan baik pekerja terhadap 
persekitaran di tempat kerja. 
5 Syarikat mengambil kira tingkah laku pekerja 1 2 3 4 
terhadap amalan persekitaran di tempat kerja 
dalam memberi ganjaran. 
6 Dalam menentukan kenaikan pangkat, 1 2 3 4 
syarikat mengambil kira tingkah laku 











Please read the following statements, and circle (0) the answer that best explains 
your opinion. 





1 Majikan memberi pertimbangan yang tinggi 1 2 3 4 
terhadap nilai dan matlamat kerja saya. 
2 Organisasi sentiasa memberi bantuan jika saya 1 2 3 4 
mempunyai masalah. 
3 Majikan amat mengambil berat tentang 1 2 3 4 
kesejahteraan hidup saya. 
4 Majikan bersedia memaafkan kesilapan yang 1 2 3 4 
tidak disengajakan oleh saya. 
5 Majikan saya bersedia untuk membantu 1 2 3 4 
sekiranya saya memerlukan sebarang bantuan. 
6 Jika diberi peluang, organisasi akan mengambil 1 2 3 4 
kesempatan keatas saya. 
7 Majikan saya kurang mengambil berat terhadap 1 2 3 4 
diri saya. 
8 Majikan mengambil kira pendapat yang saya 1 2 3 4 
berikan. 
















Mahalanobis Distance Result 
Residuals Statisticsa 
Minimum Maximum tylean Std. Deviation N 
I 
Predicted Value 4.29 4.95 4.64 .167 118 
Std. Predicted Value -2.104 1.844 .000 1.000 118 
Standard Error of Predicted 
.036 .126 .067 .020 118 
Value 
Adjusted Predicted Value 4.29 4.95 4.65 .166 118 
Residual -.861 .679 .000 .375 118 
Std. Residual -2 .268 1.787 .000 .987 118 
Stud . Residual -2.298 1.830 .000 1.002 118 
Deleted Residual -.884 .711 .000 .387 118 
Stud . Deleted Residual -2.342 1.849 -.002 1.007 118 
Mahal. Distance .069 11 .881 2.975 2.442 118 
Cook's Distance .000 .052 .008 .010 118 
Centered Leveraqe Value .001 .102 .025 .021 118 
a. Dependent Vanable: OCBE 
I 
Appendix 3 
Skewness and Kurtosis Result 
Statistics 
OCBE GHRM EMP POS 
Valid 117 117 117 117 
N 
Missing 0 0 0 0 
Mean 4.6419 4.0285 4.0014 4.0278 
Median 4.8000 4.0000 4.or o 4.0000 
Std. Deviation .41089 .69456 .68 ·16 .55663 
Skewness -.591 -.040 -.196 -.111 
Std. Error of Skewness .224 .224 .224 .224 
Kurtosis -1 .292 -1 .146 -1.210 -.344 
Std . Error of Kurtosis .444 .444 .4,44 .444 
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